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Abstract
In this qualitative case study, the research explores the importance of strategic communication
for building employee resource groups in aviation, specifically at a regional airline. To expand
and develop knowledge regarding employee resource groups, the researcher looks at a widely
distributed workforce to understand how the lack of strategically planned communication can
impact employee resource group development and employee engagement. The data were
collected through semi-structured interviews and a focus group of the employee resource group
members, which provided insight on their experience engaging with the employee resource
groups, preferred communication methods and tools, and their perception of leadership
involvement. The worldwide pandemic influenced the results, COVID-19; at the time of the data
collection, all communications at the regional airline had transitioned fully to a virtual platform.
Finally, the findings show that strategic communication is vital to ensure effective
communication and employee engagement, critical for growing employee resource groups. The
results showed that for a widely distributed in an unconventional industry such as aviation, the
virtual platform allowed for a centralized meeting location accessible to everyone at a ny site.
Unfortunately, the findings highlighted the discrepancy in access to some of the media based on
employee job classification, which is a barrier that prevents many from engaging. Additionally,
the findings highlighted the preference for having multiple engaging methods within the virtual
platform, the convenience of media available through portable devices, and the need for
leadership involvement in strategic communication for growing employee resource groups.
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Section 1: Foundation of the Study
This case study’s foundation includes information on the background, a problem
statement, the nature of the study, and the specifics of the research approach. The emphasis in
this case study is on the importance of strategic communication for building employee resource
groups in aviation. This study specifically observed the comparison of two different work groups
to identify the best practices for both groups, to determine the best methods to use for attracting,
engaging, and growing the employee resource groups within a regional airline. This section
provides insight and reflects upon those crucial details.
Background of the Problem
Employee resource groups are employee-led groups in an organization to create and
promote a diverse and inclusive work environment (Dutton, 2018). Employee resource groups, to
be successful, must align with an organization’s mission, values, and goals (Lee et al., 2019),
which impact the organization’s culture and environment. Studies have shown that growing and
promoting employee resource groups can increase employee satisfaction and engagement in the
workplace (Eldor & Vigoda-Gadot, 2017). In turn, better employee resource groups lead to an
increase in retention and other benefits that can have a positive impact on the bottom line.
Because organizations have seen the impact and benefits of having employee resource groups,
they are encouraging and supporting the growth of these groups among their employees and, in
many cases, turning them into a competitive advantage (Morgan, 2019). Employee resource
groups are a tool for communication within an organization and they can assist the organization
in communicating its goals, objectives, expectations, and the groups can provide leaders with a
platform to promote the organization’s initiatives. In addition, employee resource groups provide
opportunities for employees to engage with one another and with their leadership (Dutton, 2018).
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In aviation, one of the organizational challenges is the development of the right
communication strategy to help grow and influence employee resource groups for employees,
particularly those employees who have unconventional and nontraditional jobs or positions.
Many employees in aviation have nontraditional jobs and these jobs may require the employees
to be traveling for days at a time, to work at different locations, and to work odd schedules.
Employees may not have a traditional office space, or they may commute to work by flying
(Antunes et al., 2019), which can create additional challenges for organizations to promote and
grow their employee resource groups.
Looking for alternatives to promote and grow employee resource groups among a
workforce with traditional and nontraditional job situations requires a nontraditional
communication approach. Because aviation is such a unique employment circumstance, it is
ideal to look at how to reach that particular workforce and to seek what may work best for the
circumstances and environment surrounding these particular individuals. In addition, it is
essential to determine what are the most effective and reliable methods of communication for
aviation employees (Mishra et al., 2014), and the methods may have the greatest impact. The
more effective and appropriate the communication methods, the higher the chances of
engagement with the individual employees (Reissner & Pagan, 2013). These communication
methods increase the ability of the employees to transfer information, and it strengthens
employee resource groups. To achieve the most effective results, Gill (2015) posited that there
needs to be a focus on technology and devices that facilitate interactive multimedia-based
formats and channels. The information must be conveniently available and must meet the
audience’s needs (Gill, 2015). Studies also show that for a communication strategy to work and
remain strong, it must be supported by active, key, influencing leaders at an organization
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(Kamon, 2016). Ideally, the communication methods should be available to everyone , regardless
of their location, position, and responsibilities at the organization (Abrashi, 2018). Another
essential part of promoting and growing employee resource groups is getting support from
managers and leaders as part of the process. Having leaders support any organizational initiatives
is an essential part of success, as it helps with buy-in, integration, relationships, and ongoing
communication (Siva et al., 2016).
Problem Statement
The general problem addressed was the lack of strategic communication for promoting
employee resource groups, resulting in the inability of organizations to establish and grow
employee resource groups (Ruck et al., 2017). Finding the most efficient and reliable ways for
employees to communicate can have a positive effect in fostering a stronger employee
engagement culture, which can help grow employee resource groups (Green, 2018). The lack of
communication or lack of strategies for communication at an organization can negatively impact
internal and external employee interactions, negatively impact learning opportunities, and it can
ultimately have an impact on diversity in the workplace, which is critical for growing employee
resource groups (Luca & Alessandra, 2018). Mazzei et al. (2019) stated that if an organization
does not provide a way for its employees to communicate constantly and effectively, it may hurt
building employee resource groups, given that there would be no consistent method that
promotes employee engagement.
Promoting employee engagement and constant communication can become more
challenging for organizations that have employees in multiple locations, employees who travel,
and/or employees who are in nontraditional office jobs. For these reasons, why strategic
communication is essential. The specific problem to address is the lack of strategic
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communication plans for employees within the aviation industry work groups, resulting in the
inability for airlines to establish and grow employee resource groups (Mazzei et al., 2019), which
are critical for fostering employee engagement (Welbourne et al., 2017).
Purpose Statement
The purpose of this qualitative case study was to expand and develop knowledge
regarding employee resource groups by looking closer at a workforce that is widely distributed
and to understand how the lack of strategically planned communication can impact employee
resource group development and employee engagement. In this qualitative approach, the design
was a case study, with a constructivist worldview and observations of behaviors. The qualitative
approach, case study design, and constructivist world view will allow for the researcher to
investigate the patterns of behaviors and perspectives of the study participants (Harper &
Thompson, 2012) to establish meaning to a phenomenon (Elliott et al., 2017).
Nature of the Study
The nature of this study gave clear sight into the research method and design used to
properly conduct the research study and gather the proper information that help ed answer the
research questions. The nature of this qualitative case study was to establish if communication
strategies can influence participation and engagement in employee resource groups. The
qualitative case study method allows the experiential understanding of two particular work
groups (Stakes, 2010). The case study focused on a widely distributed workforce in the aviation
industry. Many businesses, in all sectors, are developing employee resource groups that can
promote, encourage, and support a culture of inclusion (Welbourne et al., 2017). Employee
resource groups can increase employee engagement in the workplace, creating an overall better
place to work (ERGs Benefit Employee Wellbeing [ERGs], 2019), and they can have a direct
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impact on organizational culture. One of the critical aspects of employee resource groups is that
they provide a setting to engage with employees, and they provide employees with opportunities
for development, to communicate concerns, and opportunities to empower them to grow, which
is why the communication strategies and methods selected here are essential for success (Kang &
Sung, 2017).
The participants involved in this case study will be aviation employees with traditional,
no-travel and nontraditional, with travel positions who are members of an employee resource
group or who are interested in joining an employee resource group. This group of associates was
utilized to explore their perceptions, likes, and experiences with engaging in employee groups. In
addition, this study investigated the main obstacles for leadership when promoting employee
resource groups among employees. The leaders and members who participated in this study were
from the main airline operating locations where the participating organization has the most
employees.
Discussion of Method
There were three main research methods that were potentially used to explore this study.
These methods were qualitative, quantitative, and mixed. Below is a brief overview of each
method along with why the qualitative method was selected and why quantitative method and
mixed methods were not selected.
The qualitative method is normally used to help understand ideas, points of views, or
experiences to get a more in-depth understanding of a problem (Creswell & Poth, 2018). Some
of the characteristics of the qualitative method are (a) the researcher is the main instrument for
the collection of data; (b) the interviews are used to collect additional data, which is a common
practice using open-ended questions; and (c) there is a need for fewer respondents than with
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other research methods (Butina et al., 2015). In addition, contrary to other research methods, the
qualitative approach allows for comments and information regarding the researcher’s role,
opinion, and designs to be included (Creswell & Poth, 2018).
The quantitative research method is used to understand and try to give meaning to an
individual’s approach to a human problem (Stakes, 2010). The quantitative method is used to
confirm or test something such as a theory, hypothesis, or assumption (Stakes, 2010). The
quantitative research method is interpreted by numbers, graphs, and tables that can be used to
establish facts about a topic (Brunsdon, 2016). Quantitative research tests theories by examining
the relationship among variables, which then produce numerical data that are analyzed
statistically (Butina et al., 2015). Additional characteristics of the quantitative research method
are that it typically requires large amounts of data and participants, and it uses close-ended
questions to gather the data (Creswell & Poth, 2018).
The mixed-methods research approach combines the qualitative and quantitative methods
for an in-depth evaluation of the data. The two different methods are applied during the
collection, analysis, and interpretation of the data (Östlund et al., 2011). Using the mixedmethods approach can be advantageous because it can combine the best of both methods for a
better study (Creswell & Poth, 2018). Some of the advantages of mixed-methods research are the
ability to collect data using several methods, understanding the connection and relationship
between both types of data, and providing a more comprehensive look at the issue being studied
(Huan-Niemi et al., 2016).
The qualitative research method was ideal for this study because the main goal was to
understand human behavior rather than to explain human behavior (House, 2018). The
qualitative research method helped provide insight into communication trends and what may
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work more effectively to build a more complete communication strategy to increase engagement.
The qualitative research method, which can be a dynamic approach to research, allows collecting
real-time insight on the specific-industry employee perspective. The qualitative approach allows
for the exploration and discovery of perspectives, needs and likes, and understandings (Stakes,
2010). Quantitative and mixed-methods approaches were not selected for this case study because
the focus is on the experience and perspectives of the participants, which will help us understa nd
the needs of a specific work group. The focus of this study was not to explain a theory or
hypotheses, which would align with the quantitative or mixed-methods approaches.
Discussion of Design
Qualitative research has several designs that can be used, and the most common include:
Ethnography
The ethnography design allows the researchers to emerge themselves in the study. This
study normally takes an extended period of time and the data collection is done by observation
and interviews (Creswell & Poth, 2018). This design is not appropriate for this study because this
study is focused on specific work groups, it does not require emerging in the organizational
culture or environment for long periods of time, and there is no need for acting as an observer for
data collection.
Grounded Theory
Ground theory is focused on social analysis and explaining the reason or the core of a
process, action, or interaction based on the participant (Thomas & James, 2006). This type of
design requires several stages of data collection and analysis (Creswell & Poth, 2018). This
design was not appropriate for this study because the study was not trying to develop a theory. It
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was only looking to gather information about a particular work group to know the members’
needs and preferences.
Phenomenological
The phenomenological design is focused on explaining or describing a lived experience
or phenomenon by individuals (Creswell & Poth, 2018). The data are gathered using multiple
methods such as interviews, documents, videos, or sight observation. This design looks at
understanding the meaning that the participants give to what is being studied (Errasti-Ibarrondo
et al., 2018). This design was not appropriate for this study because the focus of this study was
not to understand the meaning of a phenomenon for a group of individuals. The focus was
primarily to gather information.
Case Study
The case study design focuses on a specific group, organization, event, process, or
activity (Creswell & Poth, 2018). This design allows the use of multiple methods for data
collection, which can include interviews, evaluation of data, and focus groups, for a more solid
and in-depth study (Farquhar et al., 2020). This design was appropriate for this study.
In this qualitative research, the case study design allowed for a better view and
understanding of the specific workforce and the workforce’s communication needs. This design
helped to explore the behaviors and limitations amongst the work group being studied. The data
collection consisted of historical documentation and interviews of current and potential members
of employee resource groups. It triangulated the data collection, which resulted in a detailed case
description (Ridder, 2017).
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Summary of the Nature of the Study
The qualitative research approach in this case study allowed for an understanding of the
phenomenon from the perspective of those enrolled in employee resource groups. The
information gathered was critical to define the impact of the communication strategies and
methods (Vaismoradi et al., 2013). The development of these strategies and methods can be used
for increasing employee engagement with a nontraditional work group (Welch, 2011) in aviation.
In addition, it gave a comprehensive outlook at the difference between the traditional, nontraveling, and the nontraditional traveling employees, which was insightful when developing a
more effective communication strategy within an organization.
Research Questions
The use of strategic communication in the workplace has been linked to many
advantages, such as improving employee engagement and improving performance, by providing
a wider range of options to reach individuals and transfer knowledge (Zhang & Huai, 2016).
Employee resource groups in the last decade have proven to also impact employee performance,
engagement, and overall employee’s well-being (Welbourne et al., 2017), which has
consequently translated into less turnover, better performance, employee satisfaction, culture
enrichment, and an increase in diversity (ERGs, 2019). However, there is little experiential
evidence to support the mechanisms by which organizations can promote employee engagement
within changing organizations and grow employee resource groups in a broad location spectrum
and with unique jobs. This case study gathered the perceptions, standpoints, methods, and
interactions used to encourage and promote communication with disseminated employee
resource group members by interviewing the employee resource groups’ leaders and members to
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address the research questions. The research questions used to elicit the necessary data for this
study were:
RQ1. What impact has communication methods had on the ability and productivity of
engaging with a widely distributed workforce?
RQ1a. What communication tools are perceived as the best way to engage with the
“no-travel, traditional” workforce?
RQ1b. What communication tools are perceived as the best way to engage with the
“travel, nontraditional” workforce?
RQ2. How does the “no-travel, traditional” and the “travel, nontraditional” workforces
compare in engagement and communication satisfaction among the employee resource
group members?
RQ3. What are the most effective communication methods for increasing employee
resource group engagement?
RQ4. How can organizational leaders develop more effective strategic communication
plans to provide employees with resources to increase workplace engagement and
employee interaction?
Conceptual Framework
The conceptual framework allowed for getting an overview of the case study, including
the structure and the analytical approach, as a whole. The framework highlights the areas of
study, decisions made, outcomes, measures, and how these can relate to each other (Horowitz et
al., 2019). In this case study, the idea was to understand the missing communication links to
better engage with the workforce and understand what areas can be influenced to promote and
grow the employee resource groups.
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There were three phases of focus in this case study. The first phase was driven by the
need to attract and capture the interest of the employees. This phase focused on the needs and
desires of the individuals to connect and the specific communication tools and media they sought
out. This area can influence the initial communication strategy to attract and engage with
employees. The second phase was driven by the need to engage and develop ways to connect
with employees. This phase focused on what individuals need to feel connected, engaged, and a
part of a new concept, which is employee resource groups. The third phase was driven by the
need to identify the obstacles that prevent the leaders from strategizing to transform processes
and how they engage with employees and promote the employee resource groups. This phase
focused on identifying the existing roadblocks that managers in the workplace face that prevent
them from promoting employee engagement and the growth of employee resource groups.
Additionally, there were three theories considered in this case study and those theories
influenced the process and the outcomes. They are described below.
Uses and Gratification Theory
The uses and gratification theory stems from the belief that individuals will select and use
media to satisfy their personal needs or to achieve a particular goal (Chen et al., 2010). The
theory was first introduced by Elihu Katz. It assumes that individuals are capable of evaluating
the communication tools or media they select based on their personal needs and gratification, and
they will select media outlets based on their personal needs and goals (Ifinedo, 2016). The theory
highlights the influence and impact of an individual over the power of the media, suggesting that
people use media channels for intrinsic gratification and to satisfy their cognitive and emotional
needs (Florenthal, 2015). The uses and gratification theory assumes that individuals have goals,
needs, expectations, and they know what they are looking for in media (Hossain et al., 2019).
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Therefore, people are keen to take the initiative to assess and select media that seems likely to
meet all their needs (Hossain et al., 2019). Another critical aspect of the uses and gratification
theory is the impact of the media content on each individual. Because each individual has
different needs, goals, and expectations, the media content or message may impact everyone
differently (Ku et al., 2013), making content an influencing factor when engaging with a
particular group of individuals.
In this case study, the uses and gratification theory was considered when evaluating the
needs of work groups, taking into consideration their preferences, special needs, goals, and
expectations from the organization and the employee resource groups. Work group references
will influence the development of communication strategies by influencing and supporting the
selection of the best communication tools and media format to engage more effectively with
individuals (Florenthal, 2015). This first part of this study helped with understanding the impact
that the different communication methods had on employee engagement and the preferred
communication tools or methods among work groups. Comparing the responses of a widely
distributed traveling, nontraditional and no-traveling, traditional workforces, allowed us to see
the preferred methods and communication tools used, and that data helped determine how
efficient the interaction is among the groups. The themes for this phase of the study were the
communication discrepancies between the work groups, inconsistent interactions, and different
communication tools each uses for the technology.
Diffusion of Innovation Theory
The diffusion and innovation theory evaluates how a phenomenon, new idea, new
technology, or innovation is adopted and how fast it can spread among a group of individuals
(Williams et al., 2019). The author of this theory was E. M. Rogers in 1962 (Olsson et al., 2016).
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The adoption of a new idea or concept is caused by human interactions through social networks,
which can happen in different stages or time frames (Weil, 2018). Studies have shown that
diffusion of information is within human nature because humans normally interact and like to
belong and be part of social groups, increasing the likelihood of adopting new innovations if they
are perceived as a benefit or they are attractive (Zhou, 2008). It is critical to keep in mind that the
diffusion and innovation theory can also be interrupted or deviated from if the right individuals
are not reached. This is why it is critical to maintain an ongoing distribution of and adoption
(Meade & Islam, 2006).
The diffusion and innovation theory focuses on the distribution of information, taking
into consideration the social system, communication channels, time, and a social system and its
adopters (Williams et al., 2019). There are several categories of adopters or individuals. Some
individuals will adopt the new idea faster than others, depending on interest, information,
urgency, motivation, or the risk involved (Bianchi et al., 2017). In general, some individuals are
very interested in new ideas and will act immediately. They are respected leaders who can
influence others, ones who will adopt a new idea as soon as they see the interest from others.
And there are those individuals who will wait around for others to join first (Li & Huang, 2016).
These were all critical for leaders to consider for strategic planning and exploring what satisfies
and meets employee needs in communication outlets, which influenced the distribution of
information.
In this case study, the diffusion and innovation theory was considered when looking at
ways to introduce and diffuse the idea and concept of employee resource groups and the
development of key information in the communication strategy. The information in this case
study was gathered by comparing the engagement, satisfaction, and perceived advantages among
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the currently used communication methods and tools in traveling, nontraditional and notraveling, traditional work groups. The purpose of this phase in the case study was to develop
information and identify strategic methods that attracted and motivate key adopters, which
influenced the distribution of information and promote engagement.
In addition, the information gathered helped with the strategy for promoting the growth
of the employee resource groups. The two work groups in this case study were able to provide
feedback on group engagement and satisfaction within the employee resource groups. In
addition, feedback in understanding what it is that promotes engagement within the groups.
Knowing this information helped in understanding what directly influenced how information can
be transferred among employees. The themes for this phase of the case study were differences in
engagement and satisfaction between both groups, different perceived benefits, and tools
available for each group, differences in participation of events and learning opportunities, and a
variation in the effectiveness of communication for promoting employee engagement.
Transformational Leadership Theory
The transformational leadership theory was considered in the third phase of this
qualitative case study. The transformational leadership theory was originally introduced in 1978
by James McGregor Burns (Andersen, 2015). The transformational leadership theory refers to
leaders who are inspiring and creative, who work through obstacles, and who look for the best
interest of the people they lead (Steinmann et al., 2018). Transformational leaders use more than
their abilities in the organization to make things happen, they invent and innovate their work
areas if necessary (Andersen, 2015). Transformational leaders see issues, raise them, study them,
and influence them to exceed their self-interests for the good of the group or organization, which
is why organizational leadership has become more important, and it is considered a critical
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success factor for leaders in organizations (Ramsey et al., 2017). Transformational leadership
refers to leaders who seek to develop ideas and new perspectives to create new ways of growth
in organizations (Moradi Korejan & Shahbazi, 2016). Unfortunately, this cannot be done without
identifying the roadblocks to develop commitment and work with teams to move in a different
direction (Moradi Korejan & Shahbazi, 2016), which is critical for change. Part of changing the
normal way of doing things and engaging with a workforce is to create a vision and guide
individuals through this vision by inspiring them and showing the benefits involved (Ramsey et
al., 2017). In this qualitative case study, the obstacles faced by managers to engage and promote
the employee resource groups were identified.
The clearer the obstacles, the more efficient and effective the strategic approach for
changing the existing processes. In addition, knowing the obstacles will enable managers to seek
the tools and resources needed to encourage and promote employee resource groups. Som e of the
themes in this phase of the study were lack of knowledge about employee resource groups, lack
of understanding of organizational benefits, lack of buy-in from upper management, unclear
expectations, and lack of tools and resources.
Discussion of Relationships Between Concepts
The three concepts taken into consideration for this case study include uses and
gratification theory, diffusion and innovation theory, and the transformational leader theory. The
three theories were applied to understand better the influence of strategic communication and
leadership in employee engagement and the growth of employee resource groups. The qualitative
case study gathered data from two different work groups, travel, nontraditional and no-travel,
traditional, to explore the differences in communication preferences, and their satisfaction and
engagement levels. Finally, this case study looked at what the main roadblocks for leadership in
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developing or implementing strategic communication for engagement and growth of employee
resource groups.
Figure 1 illustrates how the theories and concepts are taken into consideration at the three
phases of the case study. Phase one illustrates how knowing the preference of communication
tools and media can help develop more effective ways to attract individuals (Ifinedo, 2016). This
information and purpose of the information was in alignment with the uses and gratification
theory, and it helped develop ways to attract individuals and provide a more organic interaction
(Chen et al., 2010). Phase two, the diffusion and innovation theory, was used because the search
was for new ideas, new ways to engage, and new ways to diffuse information amongst the
particular work groups (Weil, 2018). In this phase, there was a closer look at the participants’
experiences, their satisfaction levels with the tools available, and the content and their interaction
with the tools. This information will help in understanding what may be the key to engaging and
diffusing new information more effectively once individuals are attracted to the media outlets
(Weil, 2018).
Finally, phase three of this case study looked at why leaders fail to strategize to promote
employee engagement and employee resource groups. The theory highlighted in this phase of the
study was transformational leadership theory. The transformational leadership theory aligns with
the concepts of looking at roadblocks in an organization or process and developing solutions to
drive the organization and individuals forward (Ramsey et al., 2017). As the different roadblocks
for leaders are identified, the different needs, resources, and tools for developing an effective and
transformational plan can be put in place (Ramsey et al., 2017). Once a guide to change is in
place, the leadership should be aware of the impact and benefits and should be willing to put it
into action; change can happen (Moradi Korejan & Shahbazi, 2016). A transformational leader

17
and strategic communication planning can help engage employees and grow employee resource
groups, which can have a positive organizational impact in the future.
Figure 1
Strategic Communication for Employee Engagement and Growing ERGs

Figure Created by Lynnette Darnell

Summary of the Conceptual Framework
The three theories and the concept in this case study helped in understanding and
providing a better outlook at the needs of the selected workforce to build a more complete
communication strategy for employee engagement. Having a more sophisticated and thought-out
communication strategy can help engage and improve communication with employees,
facilitating the promotion of the employee resource groups (Giordan et al., 2019). The more
effective the communication strategy, the higher the chances for developing stronger, more
diverse employee resource groups, which can help improve employee retention, engagement,
performance, and overall organizational profits (ERGs, 2019).
Significance of the Study
The significance of this qualitative research case study was to contribute to the body of
knowledge relating to the development of employee resource groups and the influence that
strategic communication has in the process of growing these groups (Ruck et al., 2017). The
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study will add to the body of knowledge for engaging with work groups that are not in a
traditional work environment, such as employees who travel days at a time, which is unique to
the aviation industry. This study also evaluated how strategic communication can be adjusted
and applied contingently for the audience’s needs and find out the phase of the organization’s
employee-engagement process (Osborne & Hammoud, 2017). Additionally, this study will add
to the body of knowledge regarding how employee engagement and employee resource groups
can contribute to overall organizational performance (Hanaysha, 2016). Finally, the study is
likely to contribute to the body of knowledge regarding how to engage and grow employee
resource groups in aviation among the different work groups to promote a better workplace and
culture.
Reduction of Gaps
The literature available describes many aspects of strategic communication in business
and employee engagement. There is no literature that focuses on strategic communication as a
business tool to improve communication and engagement among global, virtual teams (Shaik &
Makhecha, 2019). There is literature, however, on employee resource groups and the value they
can provide to an organization (Welbourne et al., 2017). Some literature explores participatory
communication as a function between management and knowledge, which can improve
engagement (Mutyala, 2019). Much of the literature that does exist is on communication
implications when managing employee engagement in the workplace (Welch, 2011). Another
area with a vast amount of literature is the study of organizational communication that promotes
employee engagement for communication behavior (Kang & Sung, 2017) and the value and role
of employee engagement in human resource management functions (Arrowsmith & Parker,
2013). However, this literature was not as prevalent in addressing strategic communication for
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promoting employee engagement to grow employee resource groups (Saeed et al., 2019). The
literature was not prevalent concerning the growth of employee resource groups for remote
employees (Dutton, 2018). Therefore, a lack of literature exists on the topic of promoting and
growing employee resource groups among aviation employees and the impact employee resource
groups can have on organizational performance (Jano et al., 2019).
This case study will contribute to the body of knowledge regarding employee resource
groups and how organizations can adapt their communication strategies to promote and engage
with employees in the workplace (Dutton, 2018). Also, this case study can contribute to the body
of knowledge that exists in employee engagement for remote (nontraditional) employees, which
is critical for performance. Finally, this case study can help reduce the gap in strategic
communication among the traditional, non-traveling employees and the nontraditional, traveling
employees in aviation (Jano et al., 2019), if it exists.
Implications for Biblical Integration
In business, embracing diversity and encouraging an inclusive workplace has become
essential and, in many cases, part of the business models as they can impact the overall
organizational performance (Ohunakin et al., 2019). Taking care of individuals and managing
resources has become critical, “The righteous cry out, and the Lord hears them; He delivers them
from all their troubles” (Psalm 34:17, New International Version). God is watching the
stewardship of the people in our care, and He will hold leaders accountable. Employee resource
groups will promote caring for others and ensure everyone’s religious beliefs and differences are
considered to develop policies and practices that help create more positive work environments
(Bednarczuk, 2019). An essential tool to promote and grow the employee resource groups is
strategic communication and ensuring the message is spread to everyone,
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I appeal to you, brothers and sisters, in the name of our Lord Jesus Christ, that all of you
agree with one another in what you say and that there be no divisions among you, but that
you be perfectly united in mind and thought. (Corinthians 1:10, New International
Version)
This will allow everyone to have the same opportunities and unite. Words can teach, encourage,
influence, or they can tear down, but no matter what, they are powerful. Words are an image of
what is in individuals’ minds, hearts, and what they stand for, “May these words of my mouth
and this meditation of my heart be pleasing in your sight, Lord, my Rock and my Redeemer”
(Psalm 19:14, New International Version), which is why the words and actions must match the
ultimate plan of someone representing God. This is also presented in the workplace by caring for
people, embracing them, and always considering everyone’s emotional and physical well-being
(Bednarczuk, 2019).
The concept of strategic communication and ensuring it helps to promote and grow
employee resource groups in the workplace can help create better workplaces. Empowering
everyone to embrace and respect each other creates an inclusive work environment. Growing
employee resource groups can have a positive effect on an organization’s culture and workforce
(Dutton, 2018), ultimately creating a safe and respectful place to continue to promote God’s
word and message.
Relationship to Field of Study
The Gyurák Babeľová et al. (2020) qualitative case study on strategic communication for
growing employee resource groups is related to human resource cognate. In today’s competitive
markets, the following functions are a critical part of human resources: creating a workplace that
encourages diversity and inclusion, ensuring the integration of different backgrounds, and

21
encouraging the well-being of employees (ERGs, 2019). Employee resource groups provide
employees with a sense of belonging and with learning and development opportunities, and it
reduces bias and encourages inclusion (ERGs, 2019). All these elements are critical for fostering
a positive organizational culture, which is also part of human resources. To promote employee
resource groups, there must be employee engagement, which also is a function of human
resources (Fairlie, 2011). Employee engagement can increase awareness, involvement, sense of
belonging, and pride, which are all significant when growing employee resource groups (Fairlie,
2011). This case study reviewed available literature that was related to communication theories
and aligned it with new information to determine what methods were best to promote and grow
employee resources groups in aviation.
Summary of the Significance of the Study
This qualitative case study was significant because it contributed to the body of
knowledge relating to strategic communication and employee engagement to promote and grow
employee resource groups in aviation. This study also contributed to the field of human
resources and business by adding to the body of knowledge relating to methods of
communication for nontraditional employees. Finally, this case study provided information that
can benefit other studies in the areas of strategic communication, employee engagement, and
employee resource groups.
Definition of Terms
Aviation industry (Commercial): For this case study, the focus will be on the commercial
side of the aviation industry. Commercial aviation is when there are scheduled flights from an
airport for either passengers or cargo, and where there is a purchase of a ticket. For this case
study, the focus will be on commercial aviation in a regional airline (Honn et al., 2016).
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Employee resource group: Employee resource groups are also known as social identitybased affinity groups. These employee resource groups are made of individuals who share
similar identity characteristics, which can be based on race, color, religion, ethnicity, gender, or
sexual orientation (Welbourne et al., 2017). Employee resource groups are designed to provide
individuals with a place for sharing concerns, for development, for connecting with the
community, and for enabling experiences that promote organizational change and a culture that
promotes diversity and inclusion (Welbourne et al., 2017).
Nontraditional employee: Nontraditional employees are those who do not have a regular
office schedule. They are characterized by having less time inside the organization’s
environment, which can reduce the allotted time to interact with other members, participate in
events, and learn about the policies and normal practices (Stiehl & Forst, 2018). The
nontraditional employees in aviation may be required to be traveling a few days at a time; they
could, at a minimum, visit one new geographical location on a daily basis, and they will most
likely only visit an office on a monthly basis. In addition, many of these nontraditional aviation
employees have jobs that are considered high stressed and they are in unique environmental
conditions and of high responsibility (Demerouti et al., 2019).
Strategic communication: Strategic communication is a term that involves more than one
aspect of communication. It the use of multiple communication sources and the strategy that is
set in place for engaging and creating a purposeful communication at an organization to achieve
their goals (Heide et al., 2018). Strategic communication has become a vital part of
organizational survival and success (Falkheimer et al., 2017). Also, strategic communication has
proven to have an impact on how an organization disperses information and en gages with its
employees at all levels and stages of their employment (Falkheimer et al., 2017).
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Traditional employee: Traditional employees are those individuals who have a set regular
work schedule, who have an assigned location to report to within the organization, and they
normally do not travel. The individuals who are considered traditional employees normally have
the opportunity to learn and experience policies, events, and culture more closely and frequently
than a nontraditional employee (Stiehl & Forst, 2018).
Assumptions, Limitations, Delimitations
The assumptions, limitations, and delimitations are all essential aspects to consider in any
study, because they can prepare the researcher for questioning, gathering information, and
analyzing data. The assumptions are ideas or concepts in the research, which can influence how
to frame the study and formulate the solutions, and they are specific to the investigation
(Wolgemuth et al., 2017). The limitations are flaws that may be prevailing within the study
(Boyko, 2013), which researchers have no control over. Finally, the delimitations are elements
within the researcher’s control. The delimitations are parameters and characteristics that will
assist in setting boundaries for this specific study. Below are the specifics for each area for this
qualitative case study.
Assumptions
The assumptions, or ideas that are perceived as being true for this case study, are the
following. The first assumption is that the employees who participated in this study truthfully
answered the questions and made accurate statements. The second assumption was the sample of
selected employees were a valid representation of other employees and their needs in nontraveling, traditional and traveling, nontraditional jobs in aviation. The third assumption was the
employee resource groups continued to be perceived as an organizational tool to foster employee
engagement and diversity in the workplace (Welbourne et al., 2017).
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Another critical aspect of the assumptions in this research was that because the
assumptions had not been validated by facts, there was a risk involved that required taking into
consideration a mitigation strategy (Fjeld, 2018). In this case study, the first assumption of
entrusting the data collected was true, was mitigated by ensuring the participants did not feel
obligated to answer in a specific way, they could withdraw from the study at any time, and
everything in the study was confidential. The second assumption was of ensuring the sample of
participants was a valid representation of the group the study sought to understand, which was
mitigated by planning the selection process carefully. Finally, the third assumption that the
employee resource groups continued to be a resource for this organization to engage with
individuals, was mitigated by the increase in the need to engage with employees at different
locations.
Limitations
The limitations or weaknesses that prevailed in this qualitative case study were the
interview expectations, the sample or group being studied, and the demographics among the
participants. The first limitation, the interview expectations, stemmed from having different
individuals that interpreted questions differently (Affleck et al., 2013), which can have a direct
impact on the answers. The researcher read the questions to participants and addressed any
follow-up concerns or follow-up questions to increase understanding and clear interpretation of
the research questions (Affleck et al., 2013). The second limitation was that this case study was
conducted for those employees who fell under the traditional and nontraditional work setting
category in a commercial airline. Because the study was limited to these specific groups, the
application of the results could only be suggested and not applied to other groups or industries
(Palinkas et al., 2015). This limitation can be influenced by modifying the participant criteria or
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expanding the pool of candidates in the study (Palinkas et al., 2015). The third limitation was the
influence that the demographics may have had on the participants. In aviation, in general, there is
a known discrepancy in minority representation (Ison et al., 2016). In the most recent years,
minority groups in aviation have increased significantly (Martin-Nagle, 2017). Unfortunately,
there are several groups that remain on the lower spectrum, such as the pilot groups. For
example, worldwide, less than 10% of pilots are females, and an average of 6% of pilots are
females in the United States (Opengart & Germain, 2018). The U.S. Bureau of Labor Statistics,
in 2015, showed that from approximately 140,000 individuals employed as aircraft pilots, only
an average of 2.6% were Black, 0.7% were Asian, and 5.7% were Hispanic (Ison et al., 2016).
However, these potential variations may be in specific experiences, culture, and attitudes, and
they will not be considered in this study.
Delimitations
The delimitations or boundaries of this qualitative case study included the participants of
the study were employees in commercial aviation at a regional airline. The employees at a major
airline were not a part of this case study. The participants of this case study were distinct by
having different jobs categorized as non-traveling, traditional or traveling, nontraditional jobs.
The participants also were individuals with an interest in joining the employee resource groups,
or who, at the time of the study, was an employee resource group. Finally, the individuals at the
manager level who were part of this case study were those based out of the airline’s primary
operation locations, which was where the largest concentration of employees were located.
A Review of the Professional and Academic Literature
The purpose of this literature review was to provide background information significant
to the understanding of the positive correlation, which exists between strategic communication
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and employee engagement and their relationship in building and growing employee resource
groups. This section discussed the study's purpose and background, which described the
relevance of the case study to the aviation industry and its potential influence in building
employee resources groups in aviation. The literature review also discussed the theoretical
framework and how this influenced and contributed to this case study. The discussion of the
theoretical framework and theories applied in this case study included previous data and
anticipated outcomes in this case study. The resources reviewed in this literature review will help
understand the value of the employee resource groups, how employee engagement can impact
these groups, and how strategic communication can build and grow the employee resource
groups in aviation. Finally, the literature review compared previous studies and related
information considered in this case study.
Research Purpose
The research purpose of this case study was to contribute to the developing knowledge of
employee resource groups in aviation. The research also sought to better understand the
workforce and their communication needs to engage more effectively and frequently with the
purpose of promoting and growing the employee resource groups. Because aviation work
environments and travel can vary by type of job or time of year, engaging with employees can
become challenging (Lemon, 2019). The research can provide information and valued insight on
communication media preferences and perceptions among the work group members about the
employee resource groups. Knowing this information can provide the organization with valid
data for creating more influential strategic communication practices (Lemon, 2019). More
meaningful communication practices in the workplace can result in the increase of employee
engagement and improve the process of transferring information (Lemon, 2019), which can
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improve overall performance. In addition, this research gave insight regarding the influence
leadership may have on employee engagement and the ability that leaders have to encourage
employees to adopt a new concept or idea (Milhem et al., 2019). Building a communication
strategy that is effective and impactful takes into consideration an understanding of an
organization’s workforce, what they value, what they like, and what works for them. The
purpose of this research was to understand the work groups and to identify the most effective
ways to impact and engage with those work groups, regardless of their job functions, to build a
stronger community of employee resource groups.
Background
The background for this study came from the need to promote and foster a more inclusive
workforce through the development of employee resource groups in aviation, which have proven
to improve culture and overall organizational performance (Dutton, 2018). This research also
evolves from the need to improve the success of building employee resource groups in aviation,
a process influenced by unique industry characteristics that impact how employees interact and
communicate (Kim, 2018). Furthermore, the information available relating to communication
strategies and employee resource groups in aviation was limited, creating a need for further
research.
A wide range of similar studies incorporating the theories and framework used in this
case study were conducted in different industries. For example, the uses and gratification theory
has been used to determine factors associated with what affects an individual’s continuous
content contribution in blogs and other media (Liu et al., 2020). Other common studies exist
relating to social media use, which sought to understand the users better, such as to why and how
users are motivated toward a particular behavior, and if this behavior causes an intention to
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continue using a specific media outlet (Hossain et al., 2019). Other related studies are on
consumer motivation for media usage and access, and what appeals the most to the consumer
from the media outlets (Korhan et al., 2016).
In this case study, the objective was to understand what media outlets are mostly used or
preferred by two work groups that include a traveling, nontraditional work group and a no traveling, traditional work group to determine if there is a difference between the two groups.
The goal was to understand how to improve engagement with these individuals.
Studies associated with the diffusion and innovation theory focus on how new concepts
and ideas are received and disseminated among a particular group of individuals (Dearing,
2009). Other common studies focus on diffusion and innovation with the purpose of process
intervention, or to find best practices that will increase the likelihood of adaptation (Dearing,
2009). The theory has also been a guiding tool for studies that look at identifying the beliefs and
attitudes of individuals who play a critical part in the diffusion of innovative concepts
(Franceschinis et al., 2017). In this case study, the attitudes, beliefs, and opinions of the work
groups participating will be identified to better understand their perception of the new concept
(employee resource groups). Understanding how an employee resource group is interpreting a
new concept or idea in this case study will help adapt the dissemination process and tools to be
used for a more effective outcome (Lien & Jiang, 2017).
The transformational leadership theory is considered in the studies to be focused on
identifying key characteristics, behaviors, and attitudes in leaders that can be contributors to
positive outcomes in different settings (Price & Weiss, 2013). In the education setting, the theory
has proven to have an influence and contribute to the instructional process, resulting in a positive
influence amongst students (Kwan, 2020). In business, the theory and characteristics of this
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theory have a positive influence on organizational results, such as increased performance and
meeting goals (Moradi Korejan & Shahbazi, 2016). Other studies in business have compared the
transformational leadership behaviors between leaders from different backgrounds
(nationalities). The Burris et al. (2013) study shows that leaders, even when showing the same
leadership behaviors, may be perceived differently among other leaders, mainly based on social
practices.
A distinct characteristic of transformational leaders is that they lead others in ways that
inspire those others to be innovative, try new things, and take action, while making everyone feel
included and valued (Moradi Korejan & Shahbazi, 2016). In this case study, the leaders’
behaviors and obstacles that prevent them from putting transformational leadership into practice
will be identified. The purpose of identifying these obstacles is to eliminate or reduce them to
increase the effectiveness of the communication strategy. Leadership is critical for effective
strategic planning and putting into action all phases of a strategic communication plan (Hunitie,
2018).
The results of this case study were based on the collection of information regarding
media preference, perception, and diffusion of the new concept (employee resource groups).
Additionally, it gathered information on any obstacles that were an issue for the implementation
of a strategic communication plan that promoted and increased employee
Theoretical Framework
The theoretical framework in this study focused on three areas of communication that
could have a direct impact and influence on the relationship with employees in the workplace,
and these areas of communication could be critical for success when it came to employee
engagement. Studies have shown that organizations that provide frequent opportunities for
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employees to communicate can improve the use of employee resources that the organization has
to offer, and those opportunities will increase employee satisfaction (Tate et al., 2019). As
organizations look into building and growing employee resource groups, the way they engage
with employees, the tools they use to communicate, and how this information is transferred is
essential for success (Kang & Sung, 2017). In this case study, the goal was to look at how to
purposefully design a more effective and impactful communication strategy for building and
growing employee resource groups. This case study applied three theories: the uses and
gratification theory, the diffusion and innovation theory, and the transformational leadership
theory. The three theoretical theories set the structure for the rationale of the study and set the
foundation from which all knowledge is constructed (Birken et al., 2017). In addition, the
theories allowed for the design of a more impactful communication strategy that aligns more
effectively with and that meets the needs of the work groups involved in this case study.
The uses and gratification theory and the diffusion and innovation theories set the
foundation for this case study for the part that mainly focused on communication. The uses of
gratification theory helped drive the study to better understand why and how employees are
seeking particular media (Hossain et al., 2019). Knowing why and how employees are seeking a
particular media can help adapt communication strategies and increase employee engagement by
enhancing the experience (Hossain et al., 2019).
The transformational leadership theory sets the foundation when exploring why and how
leaders embrace new ideas and create a foundation for promoting change, new concepts, and
ideas (Moradi Korejan & Shahbazi, 2016), while also looking at the obstacles that these leaders
have encountered. The proper identification of the obstacles faced by leaders allows them to take
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action and work on building a pathway to a more effective method (Richter et al., 2015), which
is a critical step in being a transformational leader.
In this case study, the theories setting the framework allowed for the identification of the
link between the employees who are more attracted to communication, to interest employees
more effectively (Lowry, 2016). It also allowed for the evaluation and understanding of how to
better connect with employees and to determine how the leadership can accelerate and influence
the process of employee engagement for growing employee resource groups in aviation.
In addition, one unique element within this case study was the comparison of two work
groups. One group was characterized as being constantly on the road, traveling, and the other
group was a more traditional office group that did not travel at all. This allowed for determining
if there were any similarities, advantages, or disadvantages between the two. The contrast of
findings was mainly when looking at the differences of media preference among the employees
and the methods of engagement they preferred that were associated with the uses and
gratification and the diffusion and innovation theories.
This study looked at the experience and perceived obstacles leaders face that may affect
communication and their ability to effectively promote the employee resource groups.
Understanding the obstacles will allow for a better outlook to work more effectively toward a
common goal (Han et al., 2018). To better understand the framework of this study, it was critical
to understand the theories and how these influenced and contributed to this case study.
Uses and Gratification Theory
The uses and gratification theory seeks to comprehend why individuals seek out the
media that they do, and what they use it for (Hossain et al., 2019). The uses and gratification
theory assumes that individuals have control over the media they use, and the theory explores
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how individuals purposely seek out media to satisfy specific needs or goals (Kujur & Singh,
2020). The application of the uses and gratifications theory, in this case study, allowed for a
better understanding of the preferences relating to employee engagement in social media (Kujur
& Singh, 2020), which was a critical aspect of connecting with employees. Understanding the
preference of media outlets and using them as a strategic advantage can increase employee
engagement by increasing the chances of education and participation from the employees.
Studies have strongly proven that the use of media in the most recent years, with the increase of
technology, has become more accessible and available (Liu et al., 2020). Consequently,
organizations are reevaluating and adapting practices for more efficient engagement and results
(Liu et al., 2020). In addition, the uses and gratification theory support that individuals’ use of
media can be predicted mostly by the personal needs of the individuals (Liu et al., 2020);
however, this can vary by individuals or work groups. In this case study, the focus was on the
media selection and needs of aviation employees.
Diffusion of Innovation Theory
The diffusion and innovation theory looks at how information (innovation or a new
practice) is communicated and adapted in a particular culture over time (Franceschinis et al.,
2017). Studies show that the adoption of the information may be influenced by the type of
innovation, influential role models, social context, degree of difficulty, and whether or not the
change is in alignment with organizational value and culture (Dingfelder et al., 2011). In this
case study, the theory application helped identify key aspects of the diffusion and innovation
theory that can influence the communication strategy for successfully promoting employee
resource groups in aviation.
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The diffusion process is when the information about a new concept is communicated to a
specific group (Dingfelder et al., 2011), which will not happen immediately. The distinct process
has four stages: dissemination, adoption, implementation, and maintenance. The dissemination
stage is when the new concept is introduced. The adoption stage is when individuals start
building their opinions, attitudes, and beliefs of the concept. The implementation stage is when
individuals start participating or using the new concept. Finally, the maintenance stage is when
individuals have adopted the new concept (Franceschinis et al., 2017).
The four stages are driven and influenced by information that is presented, timing,
motivation, attitudes, encouragement, support, social systems, and commitment (Lien & Jiang,
2017). The diffusion and innovation theory has been applied not just in business but also in other
industries to better comprehend how individuals assimilate new concepts and ideas through the
use of high technology media (Lien & Jiang, 2017). Adapting this theory helped the leaders to
understand how to better plan and strategize the introduction and diffusion of information
amongst aviation employees about employee resource groups.
The innovation (information or new concept) in this case study was the promotion and
growth of two different types of employee resource groups in aviation. These are the traveling,
nontraditional and the no-traveling, traditional work groups. Identifying and learning more about
the individuals’ perceptions of the innovation, what communication channels they would prefer,
adoption timing, and the social system that is in place, will allow for a more effective and
influential communication strategy (Franceschinis et al., 2017).
Transformational Leadership Theory
The transformational leadership theory is characterized by the concept of leadership that
influences, motivates, inspires, and provides opportunities for others to grow (Moradi Korejan &
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Shahbazi, 2016). These types of leaders are known for promoting and adopting practices that are
new, innovative, and beneficial for all to reach everyone’s full potential (Siangchokyoo et al.,
2020). These leaders are normally linked to organizational performance. Studies have
demonstrated a positive correlation and strong relationships between transformational leadership
and organizational performance improvements in areas such as performance, engagement,
satisfaction, and commitment (Siangchokyoo et al., 2020). Another characteristic of a
transformational leader is that they ensure an individual’s best interest, treat everyone as a valued
member, and promote everyone’s unique abilities and strengths (Álvarez et al., 2016), which can
increase motivation and satisfaction.
In this case study, the transformational leadership theory was applied to better understand
how leaders in the organization have embraced the new concept of employee resource groups
and what they have done to promote these groups. Also, this case study helped to identify
difficulties and obstacles the leaders encountered that prevented them from executing in a more
inspiring and motivational manner to inspire and influence others. The transformational
leadership theory framework will provide an outlook on the connection that may exist between
unique leadership characteristics and the success of a new concept (Turnnidge & Côté, 2018), in
this case, the employee resource groups.
Employee Resource Groups
Employee resource groups or business groups are employee-led groups at organizations
that promote an inclusive culture and support diversity in the workplace (Brotherton, 2011).
Many organizations encourage and support these groups for the many benefits the groups can
provide (McNulty et al., 2018). Employee resource groups can support areas such as research,
training, recruiting, and employee development, providing valuable contributions to improve
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practices, performance, and culture (Brotherton, 2011). Employee resource groups are known for
building and encouraging employees to be innovative and for creating a sense of belonging,
which creates a safe space for everyone to feel free to be creative without feeling excluded or not
valued. In today’s competitive environment, organizations that continue to grow and expand
domestically and globally have made diversity and inclusion a common practice.
Employee resource groups support and promote diversity and inclusion while also
providing employees with an environment where they can grow and share concerns while still
positively contributing to the organization (Brotherton, 2011). A crucial aspect of employee
resource groups is that members participate on a volunteer basis because they identify with the
groups or are allied to the group members. Employees can develop employee resource groups,
but larger organizations generally will provide a set of structured guidelines for consistency and
to ensure the groups and practices are in alignment with organizational values and goals
(McNulty et al., 2018). Diversity and inclusion and the employee resource groups should align
with organizational goals, values, objectives, and missions for more effective results (McNulty et
al., 2018).
Employee resource groups frequently develop around a shared trait of diversity such as
gender, race, national origin, lifestyle, age, or ethnicity (Employee Resource Groups Offer Built‐
In Volunteer Teams [Built-In Teams], 2016). The foundation and practice for the development of
employee resource groups have been growing and becoming more popular in organizations
because the groups help organizations eliminate stereotypes and bias, and they help to educate
everyone—regardless of position or demographics. Employee resource groups promote and
encourage being respectful, building trust, and understanding each other’s differences, which can
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help create a bridge, or a better connection, among different groups and the leadership (Flory et
al., 2019).
Research on employee resource groups is not prevalent (Welbourne et al., 2017). The
studies available on the topic focus on the influence that the groups have on organizational
processes (Welbourne et al., 2017). Other studies have focused on the development process for
employee resource members, evaluating the benefits or skills the employees gain through the
participation of the groups (ERGs, 2019). There are also studies on how the employee resource
group can facilitate learning and development by incorporating additional practice communities
to help develop employees (Green, 2018).
Purpose of Employee Resource Groups
Employee resource groups or business groups are employee-led groups at organizations
that promote an inclusive culture and support diversity in the workplace (Brotherton, 2011).
Many organizations encourage and support these groups for the many benefits the groups can
provide (McNulty et al., 2018). Employee resource groups can support areas, such as research,
training, recruiting, and employee development, providing valuable contributions to improve
practices, performance, and culture (Brotherton, 2011). Employee resource groups are well
known for building and encouraging employees to be innovative and for creating a sense of
belonging, which creates a safe space for everyone to feel free. In addition, they create an
environment where employees can be creative without feeling excluded or unvalued (Brotherton,
2011).
In today’s competitive environment, organizations that continue to grow and expand
domestically and globally have made diversity and inclusion a common practice. Employee
resource groups support and promote diversity and inclusion while also providing employees an
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environment where they can grow and share concerns while still contributing positively to the
organization (Brotherton, 2011). A crucial aspect of the employee resource groups is that
members participate on a volunteer basis because they identify with the groups or are allied to
the group members. The employees can develop the employee resource groups, but larger
organizations will generally provide a set of structured guidelines for consistency and to ensure
the groups and practices are in alignment with organizational values and goals (McNulty et al.,
2018). Diversity, inclusion, and employee resource groups should align with organizational
goals, values, objectives, and mission for more effective results (McNu lty et al., 2018).
Employee resource groups are frequently developed around a shared trait of diversity, such as
gender, race, national origin, lifestyle, age, or ethnicity (ERGs, 2016). The foundation and
practice for the development of employee resource groups have been growing. They have
become more popular amongst organizations because they help organizations eliminate
stereotypes and bias, and they help to educate everyone regardless of position or demographics.
Employee resource groups promote and encourage being respectful, build trust, and facilitate
understanding each other’s differences, which can help create a bridge or better connection
among different groups and leadership (Flory et al., 2019).
Research on employee resource groups is not prevalent (Welbourne et al., 2017). The
studies available on the topic focus on the influence that the groups have on organizational
processes (Welbourne et al., 2017). Other studies have focused on the development process for
employee resource members while evaluating the benefits or skills the employees gain through
the participation of the groups (ERGs, 2019). There are also studies on how employee resource
groups can facilitate learning and development by incorporating additional practice communities
to help develop employees (Green, 2018).
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Business Case
Employee resource groups seem to be a new concept adopted by many organizations in
the last few years, but these groups have been around for decades. Employee resource groups
date back to the 1960s, and they started because of racial tension (Welbourne et al., 2017). In
1970, Xerox was the first known company to support employee resource groups. Their first
group was the National Black Employee Caucus, and in 1980, Xerox formed the Black Women’s
Leadership Caucus. The goal was to help eliminate discrimination and initiate change for a more
unbiased and reasonable work environment (Welbourne et al., 2017). Throughout the years,
many organizations have followed the same practice to ensure employees feel safe, have a sense
of belonging, and are more engaged. As a result, these groups have translated into excellent
organizational benefits (McNulty et al., 2018). Employee resource groups allow organizations to
increase business value, increase employee engagement, increase development opportunities, and
they provide critical information that can be essential for improving business processes.
Employee resource groups allow their members to develop and contribute to the
organization in various ways. Most importantly, employee resource groups promote and support
diversity and inclusion in the workplace, which is critical for a business to stay competitive in
today’s markets (ERGs, 2019). The benefits to the organization from the employee resource
groups is attributed to the organizations taking an active role and ensuring these groups align
with the organizational strategy and business goals (ERGs, 2019). Because these groups are
more in alignment with their organizations, the results and benefits have become more evident
and tangible than ever. Below are some areas within an organization where employee resource
groups can contribute and would be important in a business case.
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Human Resources. Employee resource groups can impact different areas of an
organization. The area of human resources covers many employee functions that are directly
influenced by these groups (Lee et al., 2016). As employees get involved, participate in events,
and contribute to the groups, these actions can directly or indirectly have an influence on
employee engagement, training and development, recruitment, and an overall po sitive
organizational culture.
Employee Engagement. An employee resource group can help familiarize employees
and build a sense of trustworthiness and belonging at an organization. It provides a space for
employees to share and speak of their concerns and issues, which can help improve the work
environment and build trust with employees (Khemlani, 2016). Employee resource groups
provide employees with a place where they feel supported for who they are, which can increase
confidence and self-assurance, creating a place of belonging and satisfaction (Welbourne et al.,
2017). Some studies have shown that employees who are members of an employee resource
group have higher levels of individual job satisfaction than those who are not part of a group
(Welbourne et al., 2017). The employee who feels engaged, satisfied with work, and part of the
organization will generally stay longer and will want to continue to grow with the organization
(Kumar & Pansari, 2015). When employees stay longer, the organization’s recruiting, marketing,
and training costs can be reduced, ultimately impacting the bottom line (Kumar & Pansari,
2015).
Training and Development. One of the advantages employee resource groups typically
offer is development opportunities for all members. The development opportunities can improve
skills and increase knowledge that employees can transfer and apply in their work areas, such as
soft skills training (Karam, 2019). Offering employees development opportunities through these
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groups has proven to improve overall performance, spark creativity, and increase productivity,
which can positively correlate with organizational profits (Karam, 2019).
Recruitment. Employee resource groups can also influence recruiting. When members
of these groups feel a sense of belonging and are happy with their workplace, they will want to
bring others along, which can increase an organization’s talent pool (Gyurák Babeľová et al.,
2020). Expanding the talent pool and reducing applicant flow can reduce recruiting and sourcing
costs. The groups can also promote hiring individuals from different backgrounds and interests,
which supports a more diverse workplace, impacting organizational culture (Gyurák Babeľová et
al., 2020).
Organizational Culture. One of the many essential functions of human resources is to
create a safe workplace and foster a positive organizational culture in a sustainable way (Gyurák
Babeľová et al., 2020). Employee resource groups allow organizations to continue to build and
foster a desirable culture and a positive workspace. The groups can help to reduce bias and
increase diversity, which helps employees feel a sense of equity and belonging at their workplace
(Carvalho-Freitas & Stathi, 2017). A positive and more inclusive workplace has been proven to
be linked to the overall organization performance and is considered a competitive advantage in
many industries (Alshamari, 2017).
Policies and Procedures. Employee resource groups have also proven to have a positive
influence on policies and procedures. Historically, these groups were created to get better insight
from the employees and improve conditions in the workplace, and they continue to do just that
(Welbourne et al., 2017). These groups allow employees from all backgrounds and differences to
share concerns, issues, and information essential for policy change or process review (Lee et al.,
2016; Lee et al., 2019). The insight and information that employee resource groups provide
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allows organizations to adapt and change as their workforce changes, therefore, creating a more
inclusive workplace (Lee et al., 2016; Lee et al., 2019).
Marketing and Communication. Employee resource groups can often contribute to an
organization by providing information and data that may be useful for better marketing and
communication. The group members often are willing to assist the organization with brand
awareness (Glassman & Glassman, 2017). Because the employee resource groups are specialized
network groups, it is an excellent platform for brainstorming new ideas, and the employees can
provide feedback on products, campaigns, or cultural preferences. Also, some organizations u se
employee resource groups to learn and understand a market and clients better when entering new
and diverse markets (Glassman & Glassman, 2017).
Employee Insight and Cultural Perspectives for Innovation. Some organizations look
at the employee resource groups as useful sources of information, especially when targeting new
areas or breaking into new markets (Glassman & Glassman, 2017). Many organizations have
utilized the feedback of these groups for the development of new products or creating new
campaigns, which can contribute to the organization reaching its business goals (Glassman &
Glassman, 2017).
Branding. Creating brand awareness internally and externally at an organization has
become essential for businesses as they build trust, earn repeated business, and increase product
recognition (Fahmi et al., 2017). Today, some organizations are improving brand recognition and
improving employees’ views of the corporate brand by using brand communications within the
employee resource groups and other employee groups (Fahmi et al., 2017). A sense of
connection and trust with the brand has also proven to have a positive impact and influence on
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retention, which can have a positive effect on many other organizational processes (Fahmi et al.,
2017).
In today’s very competitive business world, employee resource groups can give an
organization a competitive advantage among other similar competitors within an industry
(McNulty et al., 2018). Employee resource groups can benefit an organization’s overall
productivity, performance, culture, and profitability by influencing many processes within the
organization, making it easy to build a business case for having these groups (McNulty et al.,
2018).
Types of Employee Resource Groups
Organizations today can have different types of employee resource groups. There is
evidence that these groups have become very popular and have proven to bring organization s
many benefits. Of the Fortune 100 companies, 66% have announced they have some type of
version of employee resource groups (Glassman & Glassman, 2017). Employee resource groups
can be inspired, and they generally have a focus on three areas of interest: a profession or career,
social goals, and diversity (Glassman & Glassman, 2017). The professional and career employee
resource groups are also known as a community of practice (Welbourne et al., 2017), and they
are focused on a specific job or skill. The next type of employee resource group focuses on a
common goal or social cause, which can generally benefit United Way, Stand Up for Cancer, and
many other organizations (Welbourne et al., 2017). The next type of employee resource group
can focus on diversity, which centers on personal characteristics and demographics (Welbourne
et al., 2017). In this case study, the type of employee resource groups studied are diversity focused.
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The goal for the employee resource groups is similar across many organizations and even
industries. One of the main goals for employee resource groups is to build a diverse and
inclusive organizational culture that fosters and promotes diversity and inclusion in the
workplace while creating a unified work environment (Dutton, 2018). These groups require
leaders to strategize to ensure goals and objectives are in alignment with the organizational
strategic plan, therefore, increasing the chances of success (Dutton, 2018). The unified work
environment within the groups increases in cultural awareness, makes the employees feel valued,
and improves employee engagement (Built-In Teams, 2016). Because the groups are employeeled, the organization of the employee resource groups is voluntary and there has to be a
connection to the employee (Dutton, 2018).
Many organizations will have different types of groups. The makeup depends on the
demographics and differences of the workforce at an organization. Employee resource groups are
made up of employees within the minority of their workplace. When referring to minorities in
the workplace, this can be based on race, religion, nationality, sexual orientation, and other
characteristics that can inadvertently distance someone from the bigger group (Dutton, 2018).
Diversity employee resource groups can help employers identify the best ways to overcome and
prevent cultural challenges in the workplace that can negatively impact other processes (Busse,
2017). Some of the most popular diversity employee resource groups at organizations include
People Respecting Individuality, Diversity and Equality (PRIDE), women, race, and ethnicity
groups (Built-In Teams, 2016).
One of the qualities of employee resource groups is that regardless of the groups’
identity, overall, they all have similar goals and practices to promote and maintain the groups’
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success (Built-In Teams, 2016). Some of the most common activities can be divided into three
categories: formal, community outreach, and educational (Built-In Teams, 2016).
Formal Activities. Formal events can promote and maintain the employee resource
groups that are specific to the type of employee resource groups such as conferences, seminars,
and workshops. For example, the PRIDE groups may attend the Out and Equal Conference each
year, which can help members and allies understand new concepts and build helpful knowledge
(Schimanski & Treharne, 2019). Employee resource groups can also include events organized by
the groups for skill-building purposes, team building, or networking, which increases employee
creativity and engagement (Chen et al., 2020).
Community Outreach Activities. Many employee resource groups are connected to the
local community and collaborate with local organizations to give back to the community. In
addition to helping the community thrive, community work, affiliations, and partnerships can
help the organization with its brand recognition and recruiting (Fahmi et al., 2017). Also, fun
community activities for employees, such as games and concerts, can create a sense of
community, which helps employees feel more excited and happier to work at the organization
(Frauenheim, 2016).
Educational Activities. Some of the typical educational activities in employee resource
groups are webinars on the topics of interest to the groups, mentoring opportunities from
employees with more experience, and lunch and learning with company executives or other areas
of the organization (McNulty et al., 2018). Employee resource groups can also host events that
create cultural awareness, that assist in reducing implicit bias behaviors in the workplace and
encourage personal awareness (Sherman et al., 2019). In addition, the educational activities can
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increase the assimilation of diversity and inclusion and promote the employee resource groups
(McNulty et al., 2018).
Overall, employee resource groups can provide employees at organizations with
countless opportunities that can help develop talent, encourage creativity, promote employee
engagement, and help employees navigate through different career challenges (Major et al.,
2014). In addition, employee resource groups create a sense of community and connectiveness
with the outside world, benefiting the organization and the community (Roberson, 2006).
How Employee Resource Groups Relate to Diversity and Inclusion
Diversity and inclusion have become more relevant and familiar for organizations
worldwide because of the positive impact they can have on their businesses (Grissom, 2018). As
the new workforce enters the workplace, demographics are also changing, and these are expected
to be older employees who are more racially and ethnically diverse (Grissom, 2018). Diversity
and inclusion require organizations to assess and build company strategies that support a diverse
and inclusive workplace and that are more effective (Traweek, 2019). Employee resource groups
can allow organizations to connect with employees from all backgrounds and differences to
incorporate best practices and drive change throughout the workforce (Traweek, 2019). Some
studies have confirmed that a diverse and inclusive workplace can be a competitive advantage
for many organizations, regardless of the industry, impacting organizations’ profitability
(Murphy, 2018). The benefits of an organization embracing and taking an active stand for
diversity and inclusion can be many. Employee resource groups are a critical part of guiding the
strategic plan into action (Traweek, 2019). To better understand how employee resource groups
can contribute to diversity and inclusion, there has to be a clear understanding of the difference
between diversity and inclusion.
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Diversity. Diversity can mean variety, and in the workplace, it can mean several
underrepresented groups within the organization (Vargas et al., 2018). Diversity is where there
are many individuals together in one place with different backgrounds. They look different from
one another, with a wide range of experiences, different types of education, varied ethnicities,
and a different story that makes each person unique (Holmes et al., 2020).
Inclusion. Inclusion is when organizations take an active role in ensuring all employees,
regardless of their backgrounds, or how they identify themselves, feel welcome and part of the
organization. It is when a work environment is respectful of others, everyone is treated equally,
where everyone has the same opportunities, and where everyone’s voice and contributions are
valued (Hurd & Plaut, 2018).
The difference between diversity and inclusion is that diversity refers to a group of
people, and the other inclusion is how a specific group interacts and feels within the workplace
(Hurd & Plaut, 2018). Diversity is essential for growth and innovation, while inclusion is critical
for future success and the long-term effects on organizational culture (Hurd & Plaut, 2018).
Inclusion is also an ongoing process that takes time, support, and employee engagement. Some
of the most common measures and ways to actively foster diversity and inclusion in the
workplace are by adapting to new employees’ needs, promoting diverse participation throughout
the organization, adapting recruiting efforts, and providing education. Employee resource groups
take an active role and contribute to many of these actions. Examples follow.
A More Inclusive Workplace. Making a workplace more inclusive takes an
understanding of the workforce, which will allow for creating an environment where everyone
feels welcome (Burtka, 2020). One of the benefits of employee resource groups is that
employees have a safe place to share concerns and talk about important matters in the workplace,
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which is an excellent source of information for leadership. There are many ways an organization
can make employees feel valued, appreciated, and included. Some of the most common practices
are providing gender-neutral bathrooms to promote an inclusive environment, and it lets the
workforce know that the organization cares about diversity (Rad et al., 2019). Another way an
organization can make a difference is by providing a designated space for mothers to breastfeed
their children (Tiyas et al., 2016), allowing mothers to return to work sooner. Providing prayer
rooms and making accommodations for individuals with specific religious practices are common
in an inclusive workplace (Farmer & Nimon, 2011). Improving diversity and inclusion means
organizations must ensure all policies and procedures are in alignment with fairness and that it
supports a more inclusive workplace (Ozturk & Tatli, 2016).
Encourage Diverse Participation and Thinking. Employers can promote inclusion in
the workplace by openly inviting employees to participate in events, meetings, projects, and
discussions. Ensuring diverse participation will bring different thoughts, ideas, and thinking,
which has proven to benefit organizations in many areas (Marimon et al., 2020). Employee
resource groups can be an excellent source when promoting the participation of employees. The
groups can promote opportunities and encourage members to participate and take advantage of
leadership opportunities.
Recruiting Practices. Finding diverse talent with the right qualifications can be a
challenge for many organizations, so recruiting efforts are critical. Some studies have found a
link between open and transparent recruiting practices and employee inclusion (Vohra et al.,
2015), which is why ensuring best practices is essential. To increase and prov ide a well-diverse
candidate pool, organizations can collaborate with schools, work on branding and social media,
collaborate with specific organizations, develop referral programs, and conduct host-specific
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events (Kilburn et al., 2019). Internally, the organizations can actively seek help from employee
resource groups to source from a diverse pool of potential internally qualified candidates
(Brotherton, 2011).
Ensure Education is Available to Everyone. Education is one of the most critical steps
in building and fostering a diverse and inclusive culture (Fermín-González, 2019). Employee
education and training must supplement a culture of diversity and inclusion by providing the
knowledge necessary to assimilate new practices, adapt to new changes, and motivate employees
(Goldberg et al., 2019). For an inclusive workspace, educational and training opportunities must
be available and offered to everyone (Murphy, 2018). This action supports an inclusive
organizational culture. Implementing strategies based on inclusion has proven to direct
organizations toward equality, general well-being, and affluence (Murphy, 2018). Employee
resource groups can contribute to education in the workplace by providing training and seminars
on cultural assimilation, cultural backgrounds, diverse practices, and many other topics that can
benefit all employees (Murphy, 2018).
Evaluate Management and Executive Teams. Strategic plans for diversity and
inclusion, along with change, have to be initiated from the top of the organization down to the
lower levels of supervision. Leadership must reflect the evolution and culture the organization is
promoting and trying to achieve (Ellis et al., 2015). Organizations must consider best practices
for succession planning to promote diversity among executives, management levels, and board
members (Ellis et al., 2015). Also, organizations must ensure that executive teams and managers
are on board with diversity and inclusion and they are held accountable for actions and progress
in this area within the organization (Ellis et al., 2015). A common practice at many organizations
for holding leaders accountable in the diversity and inclusion space is supporting and sponsoring
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employee resource groups, which allows employees to connect with leaders, improve
engagement, and build trust (ERGs, 2019). The benefits of having a diverse executive team and a
diverse group of managers have proven to influence and impact the organization in a positive
way. There is evidence that shows organizations with gender diversity and ethnic diversity at the
executive levels deliver better performance (Perryman et al., 2016). Studies show a statistically
significant relationship between a diverse leadership team and more substantial financial
outcomes (Augustin & Stumpf, 2018), critical for all organizations.
Diversity and inclusion conceptionally go together. Diversity is identifying what
differences exist within an organization and the structure of an organization, while inclusion is
an ongoing process of ensuring the structure continues to stay solid, together, and adaptable to
ensure the organization stays strong. Undoubtedly, diversity and inclusion are essential for
organizations to thrive in a changing world (Fermín-González, 2019). Diversity and inclusion
practices will allow organizations to continue to adapt to the changing markets and
demographics, which ultimately will help organizations stay relevant and be successful (FermínGonzález, 2019).
Impact of Employee Resource Group
Employee resource groups can impact many areas of an organization and influence many
processes. Some of the most impactful and influential benefits of these groups are creating an
inclusive, open setting for employees to share common interests or concerns and to meet and
support one another. Employee resource groups promote and encourage employee development
and engagement, which leads to many organizational benefits. Finally, they provide the
organization with valuable information to ensure issues and needs are met (Fermín-González,
2019).
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Open Setting for Employees Who Share Common Interests. Employee resource
groups allow employees to come together in a safe place where they can learn together. Most
importantly, they provide a platform to discuss issues and concerns that might be affecting them.
Problems and concerns that employees may be facing can negatively impact their work
relationships, performance, and productivity (Lee et al., 2016; Lee et al., 2019). Creating an
inclusive workplace includes understanding employees and providing resources to ensure
everyone is safe and feels like they belong (Lee et al., 2016; Lee et al., 2019). When employees
feel like they have and work at a safe location that practices mindfulness and empathy, it
becomes easier to prevent inappropriate situations and behaviors that can lead to legal matters
(Hambler, 2016). In addition, by providing this unique platform, employees can learn and
communicate better with other employees and leaders, which allows leaders to better understand
what motivates and drives employees (Rožman et al., 2017), increasing job satisfaction and
productivity.
Employee Development and Engagement. Employee development and engagement are
some of the most valuable impacts employee resource groups can have on the workforce. The
groups bring individuals together who share the same interests and provide unique opportunities
to employees that they would typically not receive (Kingo, 2020). Employee resource groups
foster employee development and engagement by conducting meetings, having guest speakers,
offering training, hosting networking events, conducting fire chats, and providing mentoring
opportunities (Tian & Robertson, 2019). By promoting employee development and engagement,
an organization can show its commitment to the employees, who consequently feel more valued,
engaged, and inspired to contribute more to the organization. Employee development and
engagement lead to increased employee satisfaction, growth, and better productivity (Tian &
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Robertson, 2019). In addition, creating opportunities for development internally means growing
future talent and the next generation of leaders in the organization (Tian & Robertson, 2019).
Source of Essential Information. Understanding the workforce and gathering
information about what employees need can be hard. Employee resource groups can facilitate
this for leaders (ERGs, 2019). The groups can collect information from employees and can voice
employee concerns in a professional and impactful manner. Employee concerns, needs, and
issues have led organizations to update policies and procedures to improve safety and create a
more inclusive workplace (Ozturk & Tatli, 2016). Employee resource groups can also serve as an
excellent source of information for marketing and product research, which can have an impact on
the direction an organization goes when exploring a new market (Fahmi et al., 2017).
The impact employee resource groups have on an organization can be significant because
they can benefit everyone. These groups can impact and influence employees, leaders, and the
overall organizational culture, which is critical for maintaining a positive work environment.
Role of Employee Resource Groups in Employee Engagement
As demographics continue to shift and the workforce continues to age, the ability to
engage employees has grown and has become a priority because engaging employees has proven
to benefit organizations in numerous ways. The employees, how they feel, how th ey interact, and
how they have treated influences the workplace environment (Lundy, 2019). The workplace
environment impacts organizational culture, employee morale, employee satisfaction, and
productivity (Lundy, 2019). Employee resource groups can help organizations ensure employees
come together as they share interests and values, and the organizations provide opportunities to
improve overall interactions and promote the organizational culture (ERGs, 2019). Through
employee resource groups, employees can engage in many different ways, and most importantly,

52
the development of these groups can help avoid perceptions of cultural insensitivity (Lundy,
2019).
Overall, the benefits of employee resource groups and the results they have typically had
on employee engagement have proven to benefit organizations long term by reducing overhead
expenses (Lundy, 2019). The reduction of overhead expenses is the result of better productivity,
improved efficiency, increased creativity, and teamwork (Lundy, 2019). A study with similar
employee workgroups found that these groups’ effect not only benefited the members who
joined and participated but also had a positive impact on others around these individuals (Koch
et al., 2019). These groups are usually in organizations where individuals share new ideas, help
employees achieve goals, network, and grow, which has proven to foster teamwork, confidence,
empathy, and better team spirit in the workplace (Koch et al., 2019).
There is a clear positive correlation between employee engagement and employee
performance and satisfaction, which translates into many organizational benefits (Gupta, 2017).
Employee resource groups are a critical tool for fostering employee engagement at an
organization because it allows employees to engage while embracing differences and creating a
safe forum for communication.
Impact of the Employee Resource Groups on Other Organizational Processes
Employee resource groups have proven their value in many ways. The groups provide
employees with unique opportunities that can reflect on other processes throughout an
organization. Employee resource groups are highly effective and are, in many cases, considered
crucial components of organizational success (Gupta, 2017). Employee resource groups can
influence many processes and areas throughout organizations, they can change the culture, and
they can affect employees’ work experiences in a positive way (Green, 2018). Studies also show
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that organizations that do not implement similar strategies to support minority groups of
employees within their workplaces may result in less productive and less innovative
organizations (Green, 2018). For organizations to understand and ensure positive results, it is
essential to understand the link between the employee resources groups and other organizational
functions (Green, 2018).
Employee resource groups can influence an organization’s processes to improve
employee well-being and to foster organizational growth and performance (Nielsen et al., 2017).
These groups can increase cultural awareness among all employees, and they can help improve
issues relating to culture in the workplace by creating awareness, reducing bias, and promoting
inclusion (Nielsen et al., 2017). Employee resource groups can improve employee morale by
making employees feel accepted and valued through the use of perks and incentives to h elp
employees grow and feel more comfortable contributing to the organization, which can have a
direct impact on productivity (Chukwudumebi & Kifordu, 2018). Numerous times it has been
confirmed that employee resource groups have increased employee engagement and job
satisfaction by offering development opportunities and encouraging being their best self at the
job they do (Lundy, 2019).
Employee resource groups also serve as a platform for developing future leaders within
an organization. They offer numerous learning opportunities that range from webinars to
developing hands-on leadership skills by joining as a board member or planning an event
(Jaremczuk & Mazurkiewicz, 2014). The advantage of developing employees is that it builds a
robust pool of talent for future jobs. It changes employees’ mindsets positively, and it forms a
more substantial community (Jaremczuk & Mazurkiewicz, 2014).
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Another process that can be influenced by employee resource groups is the onboarding
process of new employees. The groups can assist by connecting new employees with more
experienced employees to help them navigate through their new job responsibilities and get them
more acquainted with the organization’s goals, values, rules, and policies (Caldwell & Pe ters,
2018). Many organizations in today’s competitive environment have made it a priority to foster
and create cultural awareness in the workplace (Stork et al., 2017). Employee resource groups
can help employees become more knowledgeable of cultures other than their own, and the
employees can acquire the necessary cultural understanding to navigate a diverse workplace
(Stork et al., 2017), which is critical for building an inclusive work environment. Finally, another
organizational process that can be highly influenced by employee resource groups is recruiting.
Employee resource groups can help organizations seek a diverse group of talent. This can
improve turnover and reduce recruiting costs, and the employee resource groups can help an
organization build relationships and collaborations that can improve recruiting efforts to increase
diversity in the workplace (Augustin & Stumpf, 2018).
Overall, employee resource groups have many benefits and can strongly and positively
impact other organizational processes. These groups and the wide-spectrum effect they can have
within an organization can change the financial outlook for organizations, as it can have a
significant impact on the bottom line (Augustin & Stumpf, 2018). But most importantly,
employee resource groups create a culture of inclusivity, foster creativity, help build leaders, and
create a better workplace environment for everyone (Augustin & Stumpf, 2018).
Strategic Communication
Strategic communication is defined as a multidimensional concept that involves several
steps, tools, and resources for an organization to achieve its mission (Heide et al., 2018).
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Strategic communication consists of the development of a concept, idea, or process for a specific
group of individuals, which is why it may involve planning, audience segmentation, message
design, communication management, designing campaigns, networking, and the evaluation of
the process (Heide et al., 2018). Strategic communication includes public relations,
organizational communication, marketing communication, and other areas. Because the concept
is so broad and includes so many parts, some argue there is not enough research or data available
that explains a specific process to follow or steps involved in strategic communication (Nothhaft
et al., 2018). Many agree that the goal of strategic communications is to help organizations
understand how to effectively deliver their message to a specific audience, which has become
more complex and critical as markets get more competitive, technology gets more sophisticated,
and globalization continues to expand (Falkheimer et al., 2017).
Another essential part of strategic communication is understanding its relationship to
other areas and individuals within an organization to ensure effectiveness (Falkheimer et al.,
2017). The organization must understand and value what strategic communication can provide
and be on board for the execution of strategic communication to be successful (Falkheimer et al.,
2017). It has been proven that strategic communication efforts will not be as successful if there is
a lack of overall collaboration. If the strategic communication stays within a communications
department, it will not work. Leaders and employees from all areas of the organization must take
part, understand it, and be willing to collaborate to get the best results (Heide et al., 2018).
Collaborating and working together as an organization in strategic communication requires better
communicative awareness throughout the organization, which is why communication
professionals must be willing to educate and include others when planning (Falkheimer et al.,
2017). The impact of strategic communication depends on many areas and how they come
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together to reach a goal, the better understanding and collaboration, the higher the success rate
(Macnamara, 2018). Measuring the success rate of strategic communication is another area that
continues to be explored. Evidence shows that organizations must align their outcomes and
impact with organizational goals and objectives, and evaluation should be based on those
circumstances (Macnamara, 2018).
In this case study, the goal was to determine what were some of the steps in strategic
communication that could be adapted and modified to promote employee resource groups within
aviation employees. Part of working on strategic communication is to increase the effectiveness
and impact it has on individuals’ target groups (Heide et al., 2018). In this case study, the aim is
to get information regarding communication methods, communication tools, impact and
feedback of current practices, best-perceived methods for communication, and leadership ability
to collaborate (Heide et al., 2018). The goal is to facilitate the message about employee resource
groups and their benefits by improving the methods and tools used to engage with employees
and members. Ultimately, the way this can be measured will be by tracking enrollment of
employee resource groups and active participation within the groups (Macnamara, 2018).
Understanding strategic communication involves acknowledging all of the areas that are
essential to the process and how these can all work together to benefit an organization. This
starts with some of the principles of strategic communication, then having strategic
communication management, and, finally, investigating the impact strategic communication has
on business.
Principles of Strategic Communication
The principles of strategic communication may be different and vary by organization and
industry. Even when there is no perfect structure or formula, the main concepts seem to prevail
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in many studies and across many sectors (Fredriksson & Pallas, 2016). Organizations use
strategic communication to increase their organizational value by shaping and building their
image and reputation, internally and externally (Lim, 2015), which can influence corporate value
and brand. Strategic communication is seeing an instrument that can affect individuals’ thinking
by creating awareness and changing attitudes and performance (Lim, 2015). The task of strategic
communication is not a simple one, as it involves a combination of steps and considerations
(Lim, 2015). Developing a reliable and unified communications strategy within an organization
will help improve the message and experience of clients (internal and external; Lim, 2015).
Some of the key principles that are most common across many industries and organizations
follow.
The Message and Objectives. Identifying the message the organization wants to send is
crucial for building a communication strategy (Aydarov et al., 2019). Once organizations know
the direction and the outcomes they are seeking, they can develop a clear mission, a statement of
purpose, and objectives aligned with their organizational goals (Aydarov et al., 2019).
Targeted Audience. The target audience is critical because it influences the strategy,
implementation process, and ultimately the results (Dolnicar & Leisch, 2017). Once an
organization has the message, it can determine the ideal audience (Fiske & Dupree, 2014). The
audience can vary, and the audience depends on what type of communication strategy the
organization wants–an internal or external communication strategy (Fiske & Dupree, 2014). The
audience for internal communication may include employees and managers, while external
communication can be customers, influencers, and social media (Dolnicar & Leisch, 2017).
Another characteristic of the audience is that it influences the methods that are used to
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communicate because they can have different attitudes, values, and preferences of media
(Dolnicar & Leisch, 2017).
Communication Methods. Knowing the audience and the outcome of a communication
strategy will allow for a better selection of the methods, media, and type of communication for
an organization to use (Shin et al., 2012). Within the type of communication, multiple options
may fit the different expected outcomes, audiences, or circumstances. Some of the most common
choices of communication methods are social media outlets, emails, articles, speakers, local
media, and newsletters (Lee et al., 2016).
Collaborations. Strategic communication requires the communication team’s partnership
with leaders, other areas within the organization, internal and external clients, and stakeholders
(Cho et al., 2017). Selecting the right members for a network is crucial. The more prepared and
capable the network, the better the organization will be with the implementation, handling
unexpected issues, and adapting to change (Marynissen & Lauder, 2020).
Evaluation Plan and Timeline. The evaluation of strategic communication is crucial to
determine and confirm if it is working, if there is progress, and if there needs to be a change
(Macnamara, 2018), provide insights into strategy. Having a clear vision of what the outlook will
look like can help develop attainable and measurable benchmarks (Macnamara & Gregory,
2018). The development of timelines is vital to helping everyone stay on schedule and
accountable for assigned tasks, which can increase the chances of achieving the goals on time
(Bartlett et al., 2014).
Strategic communication requires planning and ensuring all areas are in alignment with
the message and the organizational goals. Providing all the basic principles are being considered,
there is a good chance for successful implementation and getting the results the organization

59
wants. Before achieving the results, there is the critical process of strategic communication
management. Strategic communication management occurs after gathering all the necessary
information and before attaining the results. Strategic communication management, if not done
well, may affect the desired results (Brunton et al., 2019).
Strategic Communication Management
In general, strategic communication management has no perfect equation because each
road map can be different depending on the industry, problem, message, cultural values, country,
and organization (Brunton et al., 2019). In addition, the growing globalized workplace and
multicultural environment continue to introduce new values and perspectives to be considered in
strategic communication management (Brunton et al., 2019). As organizations continue to look
for ways to stay relevant in the market, stay competitive, and continue to thrive as solid
organizations, strategic communication management is more significant than ever before
(Wiggill, 2011). Strategic communication management involves gathering information, which
may include, but is not limited to, setting the objectives for what needs to be communicated
(Andersson, 2019). It consists of studying the environment and influencing factors that may
hinder or contribute to the plan. Another crucial aspect of strategic communication management
is evaluating the organization and identifying internal and external competition (Andersson,
2019). It also involves mapping the strategy, including the methods to use, the resources, and the
timing. Finally, it includes getting support from leaders and building relationships with everyone
involved to succeed (Wiggill, 2011). Studies have shown that communication and relationship
building between communication experts and internal or external clients can improve an
organization’s competitive advantage by enhancing the effectiveness and the organization-public
relationship, which is vital in strategic communication management (Andersson, 2019).
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This case study intends to understand how to improve communication with the workforce
in aviation to enhance employee engagement and promote employee resource groups. This case
study will provide valid information to enhance formulated communication strategies that are
already in place, which may not align with the organization’s existing diversity and inclusion
objectives (Hedman & Valo, 2015). Because strategic communication management involves
identifying gaps and getting to know the targeted group, the information gathered in this case
study will be essential for better planning and ensuring the effectiveness of the communication
strategy (Kotamena et al., 2020). The collaboration among the departments at any organization is
critical and can help build stronger communication management practices, increasing the
chances of success (Hedman & Valo, 2015).
In most recent years, the role of human resources in business has become a strategic role
and is one of the main contributors to modern communication strategies at many organizations
(Benz, 2016). Employee resource groups are a direct function of human resources departments.
The collaboration between human resources and the communication team is vital for better
results (Kotamena et al., 2020). Employee resource groups can also influence employee
satisfaction and have an indirect long-term effect on employee performance (Kotamena et al.,
2020). The collaboration between departments to manage the communication functions at an
organization can help maximize modern communication strategies and resources and influence
employees to make the organization a better one (Benz, 2016).
Relevance of Strategic Communication in Business. Strategic communication in
today’s business world has become a complex and multidimensional process that requires, more
than ever, vast research, planning, networking, and collaborating (Brunton et al., 2019). It is also
an ongoing process of continuous communication strategy building and rebuilding to meet the
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requirements of changing needs and environments (Kim, 2014). Incorporating strategic
communication at an organization can have a positive impact in many areas. Some of the areas
are responding to corporate social responsibility, and strategic communication can improve
relationships with stakeholders and the public. It can enhance essential processes within an
organization, and it can create a strong network of collaboration that will help an organization be
more successful.
Social Responsibility. Strategic communication is essential for business, as it helps the
organization navigate corporate social responsibility more efficiently (Kim, 2014). Many
organizations can struggle to navigate situations and media crises or unexpected events. Having a
strategic communication plan means being prepared to navigate through difficult or unforeseen
similar circumstances (Kim, 2014).
Relationships. Strategic communication can help build a better relationship with
stakeholders and the public, which is crucial for organizations (Wiggill, 2011). Strategic
communication requires open communication and ongoing interaction with all involved in the
business while maintaining high standards and a professional reputation (Kim, 2014), critical for
building trust in the community and markets they serve.
Influence in Other Processes. The implementation of strategic communication involves
the collaboration of many departments or areas in an organization working together (Heide et al.,
2018). Strategic communication can be considered an intersection of organization and
communication that can yield excellent results (Heide et al., 2018). For example, the
collaboration of human resources in strategic communication can impact the employees, which
can improve employee engagement.
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Strong Network. The stronger the strategy and the more efficiently the strategic
communication is managed, the more reliable the networks will be for organizations
(Macnamara & Gregory, 2018). The stronger the network of internal and external clients and
collaborators, the easier it is to adapt and grow as needs and markets change. Strong networks
mean better insight and probability of effectively aligning strategic communication with
organizational goals (Macnamara & Gregory, 2018).
Strategic communication can create a competitive advantage for an organization if it
aligns with the overall core values, goals, and mission of the organization (Rutsaert et al., 2014).
Effective strategic communication can ensure effective communication within and outside of the
organization (Floreddu & Cabiddu, 2016). It will ensure employees are well-informed and
engaged in communication practices, which can improve employee engagement and
performance (Duthler & Dhanesh, 2018). Outside of the organization, strategic communication
helps with maintaining healthy relationships, maintaining collaborations, and maintaining a
strong reputation (Duthler & Dhanesh, 2018). Strategic communication encourages and
facilitates a consistent message for all organizational strategies and business objectives that are
essential for success (Andersson, 2019).
Conclusion
In business, strategic communication is an essential function for an organization to stay
competitive because it can influence different areas and functions of an organization (Kamon,
2016). Strategic communication is the key to helping everyone stay engaged and actively
involved, which is why it is critical to implement diversity and inclusion strategies. One function
of diversity and inclusion strategies is the development of employee resource groups, which help
foster a more inclusive workplace and build a better culture (Eldor & Vigoda-Gadot, 2017).
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Employee resource groups have many advantages, such as developing talent, educating the
workforce, reducing bias in the workplace, promoting creativity, improving performance, and
increasing employee satisfaction (Eldor & Vigoda-Gadot, 2017). Unfortunately, the concept of
diversity and employee resource groups is still new to many leaders and employees. The lack of
understanding and the need for awareness is why effective and consistent communication efforts
are essential (Luca & Alessandra, 2018). The less informed individuals are about a concept, the
less priority it will be to them. Unfortunately, the aviation industry has not been immune to this
issue. In addition, the nature of many jobs in aviation creates even more obstacles for e mployee
engagement and promoting employee resource groups, which leads to the need of understanding
this workforce better and the need for this case study (Mishra et al., 2014).
This case study investigated the existing, preferred communication methods and
practices, and the employee perceptions of both the conventional and nonconventional
employees in aviation. In addition, this case study sought to understand the obstacles leadership
and managers face that can prevent more productive employee engagement and promote
employee resource groups. These findings will help to understand how to modify communication
strategies and increase the chances of engagement and participation in employee resource
groups.
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Section 2: The Project
This project investigates how a communication strategy can be adapted and modified by
exploring theories associated with communication and leadership to build employee resource
groups amongst the aviation industry. This study uses the qualitative case study methodology,
which allows exploring similar case studies, and data collection to understand the phenomenon
(Farquhar et al., 2020). This case study's target group is regional airline employees that are
members or interested in joining the organization's employee resource groups. There are two
subgroups within the employees' target group: No-travel, traditional, and travel, nontraditional
employees. The data collected will be from interviews, focus groups, and existing data to
understand both groups' types, preferred communication tools, and needs. This section of the
case study describes the research method and design and defines both the researcher and
participants' roles. The section will also describe the population and sample, collection
procedures, and data analysis methods used. Lastly, this section of the case study includes the
reliability and validity of the data collected, which will support the findings are credible and
trustworthy (Chan et al., 2016).
Purpose Statement
This qualitative case study aimed to expand and develop knowledge regarding employee
resource groups by looking closer at a widely distributed workforce and understanding how the
lack of strategically planned communication can influence employee resource group
development and employee engagement. This qualitative approach was ethnographic, with a
constructivist worldview and observations of behaviors. The qualitative approach, case study
design, an ethnographic approach, and the constructivist world view allowed the researcher to
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investigate the patterns of behaviors and perspectives of the study participants (Harper &
Thompson, 2012) to establish meaning to a phenomenon (Elliott et al., 2017).
Role of Researcher
The role of the researcher in this qualitative case study was to ensure guidance, collect
data, and conduct the analytical interpretation of the findings (Fernau et al., 2018). Some of the
most critical functions of the researcher are to develop an interpretation and clear understanding
of the participant’s thoughts, the relationship and impact of the theories, and to answer the
research questions (Råheim et al., 2016). The researcher gathered data via interviews and
observation while focusing on communication and employee engagement within the aviation
industry. The researcher participated in all data gathering methods by engaging directly with
employee resource group members and employees who were interested in joining any of the
employee resource groups within the regional airline part of the study. To ensure the validity of
the research, the researcher did two things. The first was to conduct a follow-up check discussion
with each participant after the initial interview, which helped validate data during the
information gathering process (Cypress, 2017). The second was to use data triangulation to help
validate emergent themes within the data acquired from each source (Fusch et al., 2018). The
researcher ensured those data collection methods were consistent to ensure the effectiveness of
the process (Cypress, 2017). In this case study, the interview process was semi-structured to
allow participants to express themselves with genuineness while maintaining an organized
process and asking critical questions first (Eltaybani et al., 2020). In addition, the semi-structured
interview has proven to be both adaptable and flexible and can influence the quality and
trustworthiness of the process (Kallio et al., 2016). Another role of the researcher was to ensure
that all participants understood the study was an overt process by explaining the purpose and
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objective of the research (Sundqvist et al., 2017). Lastly, the researcher guaranteed that the
outcome and analysis of the data were in alignment with the theories and framework established
by making sure interviewees were not influenced in any way during the process, that the
researcher remained unbiased, and that the study remained ethical at all times (Hewitt, 2007).
Role of Participants
In this qualitative case study, the participants were regional airline employees who were
members of the employee resource group or were interested in joining them. The participants f ell
under two categories: No-travel, traditional and travel, and nontraditional employees. Because
this case study explored the participants' perceptions and experiences while understanding the
phenomenon within this population, participants were selected using a purposeful sampling
method (Ames et al., 2019). Using the purposeful sampling method allowed for a random
selection of participants while reducing the chances of any bias in the selection process and any
control over the potential influence of known and unknown variables (Ames et al., 2019). The
participants of this study were particularly knowledgeable about or experienced the phenomenon
of interest and were willing and capable of sharing their experience and insight (Ames et al.,
2019). The participant pool was generated from employee resource group member lists and
interest forms, providing information on whether the participants fell into the no-travel,
traditional, or travel, nontraditional category. The manager of diversity, equity, and inclusio n at
the organization provided the possible participants' list. These participants had a clear
understanding of what the employee resource groups were and understood the significance of
communication. The interviews were semi-structured to keep consistency throughout the process
(Eltaybani et al., 2020). The setting and process remained private and confidential for all
participants to avoid any inhibition or guarded responses (Dixon-Woods et al., 2017). The
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interviews were pre-scheduled to prevent distractions or any strain while employees were at
work, traveling, or on duty (Eltaybani et al., 2020). The interviews were one-on-one with the
researcher via online video conference to ensure confidentiality (Drinkwater et al., 2017).
Additionally, to avoid any bias during the interview process, the interviews were audio-recorded,
transcribed, and coded using content and thematic analysis (Katzman et al., 2018). To ensure
privacy and confidentiality throughout the research process, only the researcher and disserta tion
committee accessed the participant’s information and the data collected (Dixon-Woods et al.,
2017). Finally, the participants understood the purpose of the study, their interviews remained
voluntary, and they were able to stop participation at any time of the process (Dixon-Woods et
al., 2017).
In summary, the researcher's role was to collect the data and conduct the data analysis to
answer the research questions while remaining unbiased during the research process (Fernau et
al., 2018). The role of the participants was to provide insight into their experience, feelings, and
thoughts to understand better the phenomenon that was being studied (Dixon-Woods et al.,
2017), which enabled the researcher to identify essential information, and to code and analyze
data to answer the research questions (Sundqvist et al., 2017).
Research Method and Design
The research method and design in this research were critical for ensuring the study's
appropriate exploration and plan (Kelly, 2017). The method chosen for this study was the
qualitative methodology, which helped look into the participant’s behavior and views to help
answer the research questions (Kelly, 2017). The method was also how the researcher visualized
and made decisions about the study (Kelly, 2017). The study's research design was a case study,
commonly used to explore the how and why, behaviors observed, and to understand and analyze
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a phenomenon through multiple methods of data collection (Ling et al., 2016). Both research
design and methodology were essential to ensure the data collected answered the research
question more efficiently and accurately (Ling et al., 2016). The research focused on employee
resource group members and potential members' experiences, opinions, and perceptions of
communication methods and how to better engage with them to promote and grow the
organization's employee resource groups. The data collected through interviews, focus groups,
and existing data records helped identify themes related to communication theories that can help
improve strategic communication and employee engagement (Ling et al., 2016).
Discussion of Research Method
The research method was qualitative research, frequently used to obtain an in-depth
understanding of participant’s perceptions by exploring thoughts or feelings through the
collection of verbal or written data (Vass et al., 2017). The qualitative methodology help ed drive
the process and research to understand the research problem better and answer the research
questions (Vass et al., 2017). In addition, the qualitative methodology can be flexible and
adaptable to influence how the researcher collects and evaluates the data, which can be guided by
the research questions (Köhler et al., 2019). For this case study, the qualitative methodology
allowed the exploration of the participants’ experiences, feelings, and understanding to identify
the existing phenomenon to adapt communication strategies to better engage with aviation
employees (Vass et al., 2017). Additionally, because the qualitative methodology allowed the use
of multiple data collection methods, it enabled the researcher to better understand if there was a
significant difference in experience and feelings between the two types of employee group
categories, no-travel, traditional or travel, nontraditional (Vass et al., 2017). The case study
methodology captures and considers the complexity of similar studies and where the data and

69
research may be multifaceted to identify better essential information to answer the research
questions (Ling et al., 2016). The use of multiple data collection methods provided better data
and insight, which was critical in this study to understand the experience of members, or
potential members of employee resource groups (Ling et al., 2016). The better the insight, the
better the researcher was able to answer the research questions and improve communication for
better employee engagement (Ling et al., 2016). Simultaneously, underlining and explorin g if
there was a difference or preferences between the two group categories, No-travel, traditional or
travel, nontraditional in perspectives, feelings, or preference of communication methods (Ling et
al., 2016).
Discussion of Research Design
The research design was a case study, as this study aimed to understand the group of
employees and their perspectives by using multiple sources of data (Vass et al., 2017). The case
study design enabled the triangulation of data collection methods and sources of information to
explore a phenomenon, which were interviews, focus groups, and pre-existing data (Paddock et
al., 2019). Another characteristic of the case study design was that it worked for exploratory
research (Paddock et al., 2019), allowing the researcher in this case study to explore the group of
employees and the information gathered from participants. The selection of this research design
stems from the effort to understand a specific group of individuals and what they experience
(Paddock et al., 2019). This case study assisted in answering the research questions and
concluded how strategic communication can be improved for growing employee resource groups
(Paddock et al., 2019). The case study design was ultimately used because the study looked at a
particular and specific event or phenomenon, which was the influence of communication
methods for engaging with employees (Vass et al., 2017). Wrona and Gunnesch (2016) state d in
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their research that the qualitative case study design is appropriate when there is little information
about a phenomenon, which is why this design is suitable in this case. Another critical aspect of
a qualitative case study is that it allows for the bounding of the study (Harrison et al., 2017).
Bounding the case allows focus, framing the study, and managing data collection and analysis
more effectively (Harrison et al., 2017). In this case study, the bounding consisted of all
identifying parameters such as participants, location, process, and timeframe for interviews
(Harrison et al., 2017).
Summary of Research Method and Design
The research method and design are critical for ensuring the research are correctly
conducted, the right information is gathered, and ensures the research questions are properly
answered (Vass et al., 2017). The method and design will be guided by the research questions. In
this case study, they will help understand the experience, feelings, and perspective s of employees
in aviation about communication methods (Kelly, 2017). Because this is an explora tory study
where the researcher was looking to identify a phenomenon and gather data from different
sources to answer the research questions, the best suitable method is qualitative research and
case study design (Wrona & Gunnesch, 2016). Finally, to ensure the study's validity, the
qualitative case study allowed the use of different data collection methods, also known as
triangulation, which strengthens the results (Harrison et al., 2017). In the end, the objective was
to ensure that through this process the results lead to an insightful understanding of the
behaviors, methods, practices, and relationships associated with communication methods
amongst employees in aviation.
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Population and Sampling
In this part of the case study, the researcher described the population, the characteristics,
and the criteria for selecting participants. This section also included the description of the
sampling method and details of the process to ensure proper screening of the participants,
appropriate sampling size, and sampling categories to gather enough information to answer the
research questions.
Discussion of Population
In research, some describe a study population as a group of individuals with similar
characteristics, experiences, or attributes that are of interest to the researcher to conduct a study
(Thomas et al., 2020). A target population is a group of individuals that meet specific criteria and
experience critical to the study and how the population sample can be collected (Thomas et al.,
2020). Understanding and defining the target population, correctly selecting, and evaluating the
sample population to ensure they meet the criteria, will help properly align the study with the
research questions (Stuart et al., 2018). In this case study, the population consisted of regional
aviation employees that were members or interested in being members of the employee resource
groups at a regional airline. The five employee resource groups at the regional airline represent
different characteristics, backgrounds, jobs, nationalities, and locations, which is why it will be
critical to have participants from each group in the sample population (Stuart et al., 2018). Even
when the characteristics such as backgrounds, age, nationality, job, or location were not
considered in the study, having representation from all the employee resource groups ensured
that the sample population was diverse and represented all groups (Stuart et al., 2018). There
were two specific general characteristics amongst the target population in this study: No-travel,
traditional or travel, nontraditional distinction. The objective was to understand the employee
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group and learn how to better communicate and engage with them to continue to increase the
membership of the employee resource groups. In this case study, the population was
knowledgeable about employee resource groups. They understood the value the groups have for
the organization. They engaged with the groups at least two times, even if they were not active
members. Another criterion was that the target population had at least 12 months of experience
working in aviation to ensure they had a clear understanding of the environment, situations, and
different scenarios unique to aviation that may influence communication or employee
engagement in the workplace. The manager of diversity, equity, and inclusion helped identify the
population at the regional airline. Each leader of the employee resource groups help ed the
researcher identify the sample population that met the criteria. The manager of diversity, equity,
and inclusion arranged permission from the airline to allow members to participate and schedule
the interviews in-person or video conference.
Discussion of Sampling
Planning research sampling was an essential step in any study because it helped frame the
data collection process. It can also reduced cost and time by gathering the data more efficiently
(Asiamah et al., 2017). The proper sampling method can also increase data accuracy, reduce any
mishandling of data, and facilitate the analysis of the data (Ames et al., 2019). In this case study,
the researcher explored themes or phenomena amongst a specific target population with unique
experiences and conditions. The researcher wanted to know more about aviation employees'
opinions and experiences in the employee resource groups at the regional airline. Because the
participants in this study met specific criteria while simultaneously representing a broad range of
perspectives, this case study's appropriate sampling method was the non-probability purposive
sampling (Ames et al., 2019). Some of the advantages of using purposive sampling include
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conducting an in-depth and thorough inquiry of data permitting the researcher to use a vast
amount of information related to the specific population to correctly answer the researcher's
questions (Ames et al., 2019). The purposive sampling method is unique as it allows the
researcher to select participants with the specific criteria, which can make the process more
efficient, timely, and cost-effective (Asiamah et al., 2017). In addition, the method is flexible as
it can be adapted to increase the effectiveness of a study by adjusting or modifying the
participant criteria, number of participants, and the data gathering method (White et al., 2018).
Criteria for Sample Population. The sample population's specific criteria in this case
study were the following. They must be active employees of the regional airline associated with
the research. The participants must have at least 12 months of experience at the regional airline
working in an area related to the study to ensure knowledge and understanding of the
environment and industry. Participants must also be active members of any of the five employee
resource groups or have participated in at least two events or meetings associated with the groups
as potential members. Finally, the participant must clearly understand the employee resource
groups, the benefits, and their impact. Meeting these criteria allowed the researcher to get
reliable insight into how the organization can improve its strategic communication to increase
employee engagement amongst employees at this regional airline (Asiamah et al., 2017).
Ultimately, an increase in employee engagement influenced the enrollment of employee resource
groups.
Sampling Size. The research goal was to aim for a sample size appropriate for the study
to gather ample information to answer the research questions (Farrugia, 2019). In qualitative
research, the sample size is generally smaller than in quantitative research, mainly because
qualitative research tends to allow for a more in-depth interview process and the detailed
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evaluation of the data collected (Farrugia, 2019). Another characteristic of sampling in
qualitative research is that the study can advance until reaching a point where the data are no
longer providing new themes, ideas, concepts during the analysis, which is commonly referred to
as reaching the data ‘saturation’ level (Farrugia, 2019). An essential detail to consider during the
sampling and data collection process is to ensure the researcher has enough information to
answer the research questions but avoids using repetitive data or unwieldy volumes of data
(Farrugia, 2019). In this case study, the researcher conducted in-depth interviews, allowing the
researcher to gather significant amounts of data and enabled the sample to be on a smaller scale
compared to quantitative sampling (Campbell et al., 2020). In addition, because purposive
sampling allowed the researcher to select participants who provided useful and rich information,
the need for a large number of samples was not practical or efficient (Campbell et al., 2020). For
this case study, the participants were selected based on a criterion that included experience in
aviation, knowledge of the employee resource groups, and if the participant was a no-travel,
traditional, or travel, nontraditional employee. The researcher included participants from each
employee resource group at this regional airline, including the Latin Diversity Network, Black
Professionals Network, Pride, Professional Women in Aviation, and the Military and Veterans.
The sample from each group also represented the two work categories of employees. The sample
consisted of a mixture of participants that represented no-travel, traditional employee and travel,
a nontraditional employees. The initial sample was an estimate of 10 participants. Suppose this
sample size was not providing the researcher with enough information to reach a data saturation
point. In that case, an additional participant from each group was added to the sample until
gathering enough valid data to answer the research questions (Campbell et al., 2020). In
qualitative research, the principle was to collect data until reaching data saturation (Moser &
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Korstjens, 2018). The researcher in this study set a starting line for the sample size and continued
to expand the sample size as needed until reaching the data saturation (Moser & Korstjens,
2018). This case study's sample size resulted in a total of 14 participants, which was a vast
sample to reaching data saturation (Moser & Korstjens, 2018).
Sampling Categories. The sampling in this study fell under non-probability, which
allows the researcher to select individuals that meet specific criteria (Ames et al., 2019). The
purposive sampling enables the ability to strategize and ensure specific participants are part of
the final sample in the research study (Campbell et al., 2020), allowing the flexibility of adding
to the sample size if needed. In the study, to ensure there is representation from each employee
resource group at the airline, a pre-determined number of participants will be selected. Also, a
participant from each of the two-employee categories no-travel, traditional or travel,
nontraditional was included. The sampling strategy chosen for this study was the quota sampling
method, which is flexible. It allows for specific categories, setting a minimum sample quota for
each category (Campbell et al., 2020). The use of minimum quota sampling made sure that
crucial participants were part of the final sample. This case study, the minimum quota, ensured
that the researcher had two participants from the target population in each employee resource
group. Finally, it guaranteed there was at least one participant from each of the work categories.
The quota sampling approach allowed more flexibility in shaping the final sample in the event
the researcher had to add additional participants to achieve data saturation (Campbell et al.,
2020).
Summary of Population and Sampling
In this case study, the population was composed of aviation employees that were
members or interested in being members of the employee resource groups within the regional
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airline's five available groups. There were two specific general characteristics amongst the target
population in this study: The no-travel, traditional or travel, nontraditional distinction. The
participants in this study were members of an employee resource group or participated in a
minimum of two events as potential members. Participants must have a minimum of 12 months
of tenure in aviation and a basic understanding of the benefits the groups have on the
organization. The sampling method used was purposive sampling, allowing the researcher to set
the criteria, select the participants, and maintain a flexible process to ensure proper selection
(Campbell et al., 2020). To ensure the validity of the data and criteria when selecting the
participants, the researcher ensured a screening process is in place. To ensure valid
representation from all the employee resource groups at the organization, the researcher set a
quota sampling strategy with minimums from each of the groups selected. The sampling method,
strategies, and screening procedures in selecting research participants and collecting the data
ensured there was vast, valid information to answer the research questions effectively.
Data Collection
The data collection process in qualitative research enabled the researcher to collect data
that helped answer the researcher’s questions by understanding the participants' experience more
in detail (Barrett & Twycross, 2018). In this case study, the data collection process allowed the
researcher to understand the participants' insight to comprehend how strategic communication
can influence employee engagement to benefit employee resource groups (Barrett & Twycross,
2018). The data collection process in qualitative research is an organized approach to gather and
explore a phenomenon using multiple sources of information (Barrett & Twycross, 2018). In this
case study, the data collection involved various methods. The data collection methods included
structured interviews, focus groups, and pre-existing data sets, which allowed data triangulation,
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supporting the validation of data as themes emerge during this process (Fusch et al., 2018).
Another data validation technique used in this study was follow-up checks for all interviewed
participants, which permitted strengthening the findings (Cypress, 2017).
Before data collection, the researcher received approval from the Institutional Review
Board (IRB) of Liberty University (See Appendix A). The researcher also got approval from the
regional airline. This, in turn, facilitated getting information from employee resource groups
related to their members and gave access to all the participants. The next step was identifying the
participants and ensuring they met the pre-determined criteria (See Appendix B), including being
an active member of the employee resource group or participating in at least two events as a nonactive member. Participants needed to have at least 12 months of experience working in aviation
and have a clear understanding of the employee resource groups and their impact on the
organization. All participants signed a consent agreement (See Appendix C) or were required to
consent at the beginning of the interview recording verbally. The participant’s demographic
information was recorded along with the employee resource groups they identified with. Finally,
the participants were classified based on the job category: no-travel, traditional employee, or the
travel, a nontraditional employee.
Interviews
The interview process in this case study was a semi-structured interview. The semistructured interview format allowed for consistency in the process and facilitated the use of
open-ended questions to explore the participant’s perspective (Kallio et al., 2016). In this case
study, the participants had two options for the interview setting. Participants were able to
interview in person or using video conferences. Providing the participants with the flexibility on
what method to use can facilitate participation and response rate, which is critical when working

78
with employees in different locations and settings (Heath et al., 2018). The researcher crossexamined the recording and field notes once the interviews were completed. The follow-up
checks were conducted via telephone with all participants to ensure data validation (Fusch et al.,
2018). The researcher started the interview, confirmed consent had been granted in writing or
verbally (See Appendix C), and verified the participant’s information. The researcher then made
sure participants understood that the process was voluntary and they could choose to end the
interview at any time. Next, the researcher explained the study's purpose to the participant and
proceed with the interview questions. It was essential for the researcher to always be clear and
maintain transparency throughout the process, as it ensured participants had a better appreciation
for the study and purpose of the research (Heath et al., 2018). The interview process was a semistructured process with open-ended questions (see Appendix D) to encourage participants to
share as much information as possible (Kallio et al., 2016).
Focus Groups
The focus group method was the second source of data for this case study. The focus
groups will allow the researcher to interview several participants in form of a discussion (Gill &
Baillie, 2018). The benefit of using the focus group in conjunction with the interview methods is
that it will allow the researcher insight into the possible communal perspectives, attitudes,
behaviors, and experiences (Gill & Baillie, 2018). The group setting can also create an
environment for interaction and discussion between participants, which can result in new insights
or information not identified in the individual interviews (Gill & Baillie, 2018). The focus group
setting for this case study will take place via video conference to facilitate participant
participation from numerous locations (Heath et al., 2018). In addition, to ensure proper
moderation of the process and documentation of data, the researcher had an observer and
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recorded the discussion, facilitating the transcription and analysis of the data (Gill & Baillie,
2018). In this case study, the researcher selected three or four participants who met the
participant criteria (see Appendix B) to ensure the data collected answered the research
questions. The session was pre-scheduled, and the participant’s attendance was confirmed.
Before the focus group discussion, the researcher confirmed consent from all participants (See
Appendix C). Next, the researcher discussed the purpose and details of the research and made
sure participants understood they were volunteering the information and could withdraw from
the research at any time. Finally, the researcher guided the focus group discussion, which was
guided by a set of pre-determined questions (see Appendix E).
Pre-existing Data
The researcher considered information, pre-existing studies, and interviews related to
employee resource groups and how strategic communication can influence employee
engagement. The pre-existing data allowed the researcher to support, contribute, and validate the
data in this case study (Solli, & Hvalvik, 2019). The data used for data validation in this case
study were the literature review's information. Once the data are collected, themes are identified,
and data analyzed, the pre-existing data can enhance the reliability of the study results (Fusch et
al., 2018).
Summary of Data Collection
In this qualitative case study, the data collection process allowed the researcher to collect
data from multiple sources to ensure data triangulation, which yielded reliable information to
answer the research questions (Fusch et al., 2018). The three main data collection methods in this
case study were interviews, focus groups, and previous data. An advantage of having multiple
sources of data is that it can reduce bias by allowing the researcher to discover different
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perspectives and views from the data collected, which can help frame the findings (Fusch et al.,
2018). In this case study, the researcher ensured all data were collected, recordings were
transcribed, and field notes were detailed to facilitate data analysis. Ultimately, this study aimed
to identify and understand the phenomenon to answer the research questions by using the most
effective, ethical, and appropriate data collection process.
Data Analysis
The data analysis in this qualitative research helped the researcher organize the data
collected and interpret the data to give meaning to the information gathered from the participants
(Sechelski & Onwuegbuzie, 2019). The data analysis allowed the researcher to explore the data
and identify the categories, patterns, and themes that stand out to explain the phenomenon
(Sechelski & Onwuegbuzie, 2019). The outcome of the analysis was a detailed description of
themes that capture the crucial meaning of a participant’s experience (Moser & Korstjens, 2018).
As a result of the data sources in this study being interviews and a focus group, the narrative
analysis was the best approach (Aysola et al., 2018). The narrative analysis allowed the
researcher to formulate the data to help interpret the context of each interv iew while taking into
consideration the answers and experience or background of the participants (Aysola et al., 2018).
In this study, the goal was to gather information from participants that were members or potential
members of employee resource groups in aviation using their experience, perspective, and
thoughts about communication and employee engagement practices. With this data, the
researcher answered the research questions and contributed to the body of knowledge on
employee resource groups in aviation.
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Data Analysis Process
The data analysis process will start simultaneously with the data collection process to
ensure the researcher identifies critical data and findings as the data are being gathered (Moser &
Korstjens, 2018). The data analysis process will start as soon as the first interview is completed,
and the researcher will have the ability to move back and forth between sampling, data
collection, and data analysis, which could assist the researcher in determining successive
sampling decisions (Moser & Korstjens, 2018). The next critical aspect of data analysis is the
transcripts. The transcripts of all interviews and focus group recordings will be typed out
verbatim to ensure the accuracy of conversations and that it accurately reflects the interview or
focus group discussion experience (Moser & Korstjens, 2018). To confirm the transcripts'
integrity and lower the risk of error, the main researcher in this study will be transcribing the
interviews and focus group recordings (Parameswaran et al., 2020). In the data analysis process
for qualitative research, three general steps will guide the researcher to explore the data more
efficiently and to give data meaning and accurate interpretation of the data (Moser & Korstjens,
2018).
Coding. The first step is coding. Coding will allow the researcher to represent a theme or
category such as events, behaviors, activities, and meanings (Raskind et al., 2019). Coding is
usually a word or short phrase that representatively allocates a collective and prominent set of
data done with numerous types of text and non-text data (Parameswaran et al., 2020). In
addition, coding will help the researcher reduce the vast amount of data collected from the
interviews and focus groups to make the data analysis more manageable, and to provide a
structure that allows for more straightforward assessment and comparison of information (Skjott
Linneberg & Korsgaard, 2019). The focus in qualitative research is an interpretation within the
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qualitative framework of the data, which can vary based on the purpose and type of study
(Parameswaran et al., 2020). For this case study, the researcher will be using a deductive coding
approach, which will ensure the coding process is focused on the data collected while remaining
a flexible process (Skjott Linneberg & Korsgaard, 2019). For example, the coding frame can be
adjusted if differences stand out within a given code or if the researcher discovers new codes not
included in the original list. The number of codes for this case study will remain in a range of 5
to 10 to stay devoted entirely to the data and to avoid the process from becoming too difficult
and unfocused (Skjott Linneberg & Korsgaard, 2019).
Themes, Patterns, and Relationships. The second step identifies themes, patterns, and
relationships within-participant data, which will help the researcher understand how the data will
link and relate to the codes (Sechelski & Onwuegbuzie, 2019). In addition, during this step, the
researcher will identify patterns that may emerge that are critical for the data analysis (Skjott
Linneberg & Korsgaard, 2019). In this case study, the researcher will be using qualitative data
analysis software to assist in the data management and analysis, including analysis of the
transcripts, coding, and text interpretation (Cypress, 2019). The software will ensure that data are
handled and managed efficiently, which will positively influence the validity of the study
(Cypress, 2019).
Summarizing Data. The final step is to summarize the data. In this last step, the
researcher will highlight any themes and information relevant to the study or contradict it
(Cypress, 2019). During this process, the researcher will have the opportunity to understand the
participants, give meaning to the information, and identify phenomena that will lead to a
comprehensive understanding of participants’ views and actions from their perspectives
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(Sechelski & Onwuegbuzie, 2019). Finally, the researcher will link the findings to the research
questions, objectives, and purpose of the study (Moser & Korstjens, 2018).
Summary of Data Analysis
The data analysis is essentially one of the most critical aspects of the study because it will
help the researcher give meaning to the participants' information during the study (Belotto,
2018). The process will involve collecting, transcribing, and coding data that leads to systematic
data analysis (Moser & Korstjens, 2018). The data analysis will allow the researcher to answer
the research questions and highlight new findings, contributing to the body of knowledge on the
topic (Belotto, 2018).
Reliability and Validity
Reliability and validity are concepts that assist the researcher in evaluating and ensuring
the quality of the study while increasing trustworthiness (Pons et al., 2018). The reliability looks
at the consistency, which focuses on the technique and if the results are the same after multiple
or repeated attempts (Pons et al., 2018). The validity is about precision, which refers to the
effectiveness of a technique to measure what it is intended to measure (Pons et al., 2018). In
qualitative research, because there are no specific measuring standards or one particular method
to follow, the researcher must ensure scientific thoroughness, transparency and avoid bias during
the process (Cypress, 2017). The research can ensure thoroughness and transparency and prevent
bias during the process by incorporating techniques that can increase the study's reliability and
validity, which is essential to reduce errors and avoid inaccurate conclusions (Cypre ss, 2017).
The higher the error the less precise and truthful the conclusion will be, affecting the entire study
(Pons et al., 2018). In this case study, the researcher ensured appropriate steps were in place to
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guarantee the study's reliability and validity and that the data collection and analysis were the
most accurate possible.
Reliability
To ensure the study's reliability, the researcher needs to gain a closer insight into the
techniques, application methods, and consistency of results, helping the researcher maintain
stability throughout the study (Rose & Johnson, 2020). Maintaining stability throughout the
study and making sure methods are consistent, including the data analysis, will increase the
study's reliability and guarantee that other researchers can duplicate the study and get similar
outcomes (Rose & Johnson, 2020). To ensure reliability in this case study , the researcher
implemented several techniques described below, which included ensuring participants
understood the study and purpose, that the participant’s criteria was appropriate, consistency in
application of method, bias reduction, and triangulation of data.
Participant Understanding. To ensure the study's reliability, the participant should have
a clear understanding of the objectives and purpose of the study (Rose & Johnson, 2020).
Explaining and answering questions before the data collection will allow participants to
understand the questions and the requested information, allowing for precise information (Pons
et al., 2018).
Participant Criteria. The participant criteria is another technique that will ensure the
reliability of the study and will assist with the credibility of the data as it will ensure that
participants have the knowledge, experience, and attributes needed to answer the questions in
order to get reliable data (Rose & Johnson, 2020). In this case study, the participant criteria were
that they had at least 12 months of tenure with the airline, were active members of one of the
employee resource groups, or had attended at least two events hosted by the groups. Finally,
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participants should have had a basic understanding of the employee resource groups and their
benefits. The researcher ensured the participants met the criteria before the interview by
completing the criteria form.
Application Method. Reliability is influenced by having a consistent process and
providing all candidates with the same opportunity (Pons et al., 2018). In this case study, the
researcher will ensure the participants go through the same semi-structured process, guided by
properly developed guides. The researcher had two guides, one for the individual interviews and
one for the focus groups.
Reducing Bias. A technique applied in this case study to ensure the authenticity and
proper interpretation of the participant’s experience and perspective were the transcripts
reviewed by participants. The transcript reviews ensured accuracy and reduced inaccurate
researcher interpretation that could lead to analysis error (Rose & Johnson, 2020).
Data Triangulation. Data triangulation in qualitative research is critical to get a more
accurate understanding and interpretation of the data by providing the research data from
multiple sources, which leads the researcher to the phenomenon in question and understanding of
the issue (Jentoft & Olsen, 2019). The triangulation will also strengthen findings by reducing
bias and improving reliability by increasing trustworthiness and understanding of the participants
(Jentoft & Olsen, 2019). The three sources of data for this study were the following. The
literature review provided a clear overview of employee resource groups and communication
strategies for employee engagement. The individual interviews of airline employees provide d
data on the participant’s experience, feelings, and thoughts about employee resource groups and
the current communication methods. The last source of data was the focus group, which allowed
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participants to share their insights and experiences along with communication methods in a
group setting with employee resource groups.
Validity
The validity of qualitative research data refers to the credibility of the data collected and
how accurate the findings reflect the population being studied (Hayashi et al., 2019). Studies
associate validity in qualitative research with the trustworthiness and quality of the data in a
study, strengthening the credibility of qualitative research (Hayashi et al., 2019). Validity is also
associated with the suitability of the research data, tools used, the process followe d, and
collection methods making validity critical in every study (Rose & Johnson, 2020). The
techniques used in this case study to ensure validity were appropriate with sampling and enough
vast amounts of data, data processing effectiveness, respondent validation of data, and accurate
data analysis.
Sampling and Amount of Data. In this case study, the researcher used purposeful
sampling, which meant the participants were knowledgeable and met specific criteria, making
them the appropriate individuals to participate and respond, which increases validity (Hayashi et
al., 2019). The researcher must have enough data to represent accurately the full picture of the
phenomenon being studied, which is why the researcher collected data until saturation was
reached. Reaching data saturation will indicate and support the comprehensiveness necessary to
make a valid analysis (Hayashi et al., 2019).
Data Processing. The processing of data is a critical step that must occur throughout the
entire process to ensure validity (Cypress, 2017). The researcher audio recorded, took notes, and
transcribed interviews. Having both the transcription and the audio recording of the interviews
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strengthened descriptive validity. The recordings provided a tone of voice, pauses in statements,
and details that can be missed when using written transcript alone (Hayashi et al., 2019).
Validation of Data. To ensure data validation and that the participant's perspective is
interpreted and depicted accurately, participants were asked to review the transcripts of the
interview. This step aims to confirm that the researcher did not misinterpret any information and
that the information is accurate (Hayashi et al., 2019).
Data Analysis. The data analysis is certainly a process that begins when the researcher
initiates the data collection process, which allows for flexibility and adaptation if needed
(Hayashi et al., 2019). The data analysis is a simultaneous process that happens between the data
and the research, which allows the researcher to ensure the study is on track with the research
questions and purpose of the study (Cypress, 2017). A tool used in this study to increase validity
and ensure a rigorous and productive analysis was the use of NVivo data analysis computer
software (Maher et al., 2018). This software will assist the analysis process and the researcher in
data management, organization, and time management to ensure a more effective process (Maher
et al., 2018).
Summary of Reliability and Validity
The study's reliability and validity are essential to ensure the data collected accurately
represents the group being studied and that the researcher can answer the research questions
effectively (Rose & Johnson, 2020). The applications of different techniques throughout the
research process was implemented in this case study to reduce errors and increase validity and
reliability to reach the most accurate conclusion possible.
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Transition and Summary of Section 2
Section 2 of the study provided a detailed description of the qualitative research and how
it will be conducted, the researcher's role, and participants' role to ensure a clear understanding of
other processes taking place. Among the procedures discussed in Section 2 are the research
method and design, which are essential for ensuring efficiency and effectiveness and being
critical for gathering the right information to answer the research questions (Vass et al., 2017).
Other necessary details covered in this section are the population sampling, criteria, data
collection, data analysis, and how to ensure the process remains credible, valid, and reliable. In
addition, this section provided all the forms, scripts, guides for interviews, and checklists that
would guide the researcher through the data collection process (Cypress, 201 7). Finally, Section
2 enables the research to consider and ensure all functions remain effective, ethical, and
appropriate for everyone involved (Parameswaran et al., 2020). Furthermore, Section 2 has
prepared the researcher to move to the next section, which is applying professional practice and
implications for change. In this case study, data were gathered, and data analysis was conducted
to explore how strategic communication at the regional airline influences employee engagement
for growing employee resource groups.
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Section 3: Application to Professional Practice and Implications for Change
The third section of this case study reviews the research conducted at a regional
commercial airline located and operating in the Northeast of the United States. The research
conducted focused on the employees that are members or actively participating in the employee
resource groups available at the organization and their experience engaging and communicating
with the groups. The section includes an overview of the study, followed by the presentation of
the findings. Lastly, the section discusses the applications to professional practice and
recommendations for action and further research. Finally, Section 3 will conclude with a
reflection from the researcher and a summary.
Overview of the Study
This case study focused on how strategic communication can help increase employee
engagement, which is essential for growing employee resource groups in aviation. The case
study focused on employee resource group members representing two general employee
categories: the traditional non-travel employee and non-traditional travel employee. The
objective of the case study was to identify any difference in engagement amongst the two groups
by taking into consideration preferred engagement methods, communication devices, perception
of leadership, and challenges faced. The data collection methods used were focus groups and
individual semi-structured interviews. The researcher included previously published data from
the literature review to ensure data validation, which provided data triangulation. After the data
analysis, the researcher discovered that because of the recent global pandemic COVID-19, the
airline had shifted to an all-inclusive virtual employee engagement platform for the employee
resource groups that allowed all employees to engage using the same tools. The virtual platform
allowed everyone to engage the same way. There was no longer a significant difference between
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those who worked at the office and those who traveled. Knowing that all employees were
embracing and assimilating a centralized virtual platform allowed the researcher to explore the
differences between the two workgroups in one platform and with participants in many of the
organization's locations. It also allowed the researcher to learn about differences and challenges
that employees were having. The ability to gather data from many sites and employees with
numerous jobs allowed the researcher to get a more realistic and meaningful insight on attributes
that are critical for improving communication strategies and increasing engagement amongst the
employee resource groups.
The findings confirmed that the centralized virtual platform communication was making
it accessible to most employees, in any location, at any time. The communication methods for
engaging with employee resource groups at the airline have been embraced and there was active
participation. Within the virtual platform, the employees can access multiple engagement
methods or media and employees can access from many devices. In addition, employees can
participate in many events and activities from a phone, IPad, or computer, making it more
accessible. Piedmont's communication methods have allowed the employee resource groups to
connect with employees all over the United States to provide support and tools that benefit all.
Overall, the data shows that employees have embraced and adapted to the new virtual platform
relatively easily. Also, the participants recognized the benefits and value the groups have in the
workplace. Additionally, the study also highlights some challenges that affect productivity and
engagement such as equal access to virtual platforms for a specific workgroup (customer service
and ground handling agents) and lack of devices available to employees to access and engage in
virtual events and meetings. Finally, the data show a lack of senior leadership involvement
critical for communication and transferring information.
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In conclusion, to promote engagement and grow the employee resource groups, the
organizations must focus on removing communication barriers and foster leadership
involvement. In addition, the organization must continue to evaluate and develop strategies for a
workforce that is changing and will continue to change. Finally, leadership must continue
considering offering employees in this complex industry variable communication methods to
promote engagement and grow employee resource groups.
Presentation of the Findings
The research focused on employees who were members or actively participating in the
employee resource groups available at Piedmont Airlines, a regional airline owned by American
Airlines. These employees who were members of the employee resource groups represented
various workgroups and locations, but the study focused on two main job categories. These
categories were non-travel, traditional, and travel, nontraditional. The study's objective was to
identify any differences in their experiences while engaging with the employee resource groups
and using different tools and communication methods to participate in these groups. I also
looked at the influence and employee perception of leadership engagement and its impact on
employee engagement. This information gathered has allowed the researcher to understand if the
current communication strategy has been effective and how the strategy can be adjusted to
increase employee engagement and grow the employee resource groups amongst aviation
employees.
The majority of the data collected came from individual semi-structured interviews. All
research participants were recruited via email. The recruiting email was sent to a randomly
selected group of employee resource group members representing all of the workgroups at
Piedmont Airlines. Once a participant confirmed their interests in participating, they were
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scheduled for the interview. All interviews were conducted virtually and recorded using
Microsoft Teams. All interviews were transcribed, and participants were assigned a code, which
allowed for maintaining a participant's information in a confidential format. All participants met
a specific set of criteria for the study, and it was verified before scheduling the interview. The
participant's criteria requirements were to have at least 12 months of experience at the regional
airline working in an area related to the study to ensure knowledge and understanding of the
environment and industry.
Additionally, participants were required to be active members of any of the five
employee resource groups or have participated in at least two events or meetings associated with
the groups as potential members. Finally, the participant needed to clearly understand the
employee resource groups, the benefits, and their impact. Because of the criteria and specifics of
this study, the sampling method used was non-probability purposive sampling (Ames et al.,
2019).
The purposive sampling method allowed the researcher to select participants with the
specific criteria, making the process more efficient (Asiamah et al., 2017). The total number of
participants in the study is 14, of which 11 are individual semi-structured interviews and one
focus group with three participants. Because this study is qualitative, the sample of participants is
relatively smaller than it would be in a quantitative study (Campbell et al., 2020), and data were
collected past reaching data saturation (Campbell et al., 2020). Moser and Korstjens (2018)
suggested that the saturation sample size for qualitative research can range from 10 -35
participants, and in this research, the data saturation point was reached early in the interview
process. No new information relevant to the study was revealed after the tenth participant, but all
interested in participating were encouraged to do so. It is critical to highlight that the 14
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participants represented different workgroups and positions, which allowed for a better
understanding of the challenges and preferences amongst a diverse sample, which positively
correlates with the aviation workforce. Participants represented workgroups from departments
such as flight, inflight, maintenance, corporate communication, human resources, customer
service, ground handling, corporate, recruiting, and operational control center. Finally, the
sample represented different position levels which included entry-level and management.
This qualitative study focused on communication methods, tools, and devices that
influence employee engagement with employee resource groups, impacting development,
retention, and other employment opportunities via these groups. This study evaluates the
potential association between theories and aspects impacting employee engagement, which
shows the importance of strategic communication for this specific aviation workforce. For this
reason, the participants were selected based on the particular criteria, which included experience
and understanding of the topic and would enable the researcher to gather valid information to
answer the research questions.
All participants and the researcher communicated via email, starting with the recruiting
email, which was soon followed by the participants' responses saying they wanted to participate,
and then the researcher scheduled the interview date and time. The researcher scheduled all
interviews around the participant's availability and schedule. Once the participant and researcher
confirmed the date and time, the researcher sent a confirmation by sending a Microsoft Teams
calendar invite with all the details. On the day of the interview, the researcher would welcome
the participant, verify that the consent form was signed and returned, and brief the participant on
the process and key steps within the interview. The researcher would then proceed to start the
recording and start reading the interview script and questions. During the interview, the
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researcher maintained a relaxing, friendly, and engaging dynamic to ensure participants felt
comfortable. The researcher took notes and paid close attention to the participants' voice tones,
pauses, and hesitation when asked the research questions. Each interview lasted from 8 to 20
minutes.
To ensure the accuracy of the information, the researcher allowed participants to call or
email any additional details after the interview. Transcript reviews and data clarification and
validation followed thereafter. All participants were assigned an identification number that
would allow their identities to remain confidential and unknown. The label consisted of six
items, P # L D R I or FG; P stands for participant, # participant number, L researcher first name
initial, D researcher last name initial, and I for an interview or FG the focus group. Once the
interviews were completed, all recordings were saved, transcribed, and verified. The next step
was to load all transcripts into the qualitative software NVivo, which assisted the researcher in
the data analysis by helping understand the participant's perceptions and experience. The NVivo
research software was used to identify themes, validate data saturation, and reduce bias. Finally,
the NVivo software allowed the researcher to identify relevant and influential themes in strategic
communication for growing employee resource groups. To ensure the validity of the data, in this
case study, the researcher used the triangulation of data collection methods and source of
information to explore a phenomenon, which were semi-structured interviews, focus groups, and
pre-existing data (Paddock et al., 2019).
One last item to address about this study was the potential influence of a pandemic.
Starting in March of 2020 through March of 2021 (the date the data were collected), the world
experienced a pandemic, which directly impacted aviation in many ways. During the beginning
of the COVID-19 pandemic, everyone's role at the airline shifted and perhaps changed

95
completely. At the beginning of the pandemic, many stopped traveling, others started working
from home, and many even left the industry. During the pandemic, communications became
more critical than ever and the one thing everyone looked forward to each week. At that time,
virtual communication exploded and became the one safe way to bring people together
(Henderson et al., 2020). The employee resource groups at Piedmont Airlines embraced the
virtual world and continued to promote and engage with employees during the COVID-19
pandemic. The employee resource groups also became a safe space for employees to navigate
and deal with uncertain times. By the time the data were collected, the airline slowly got back to
a full schedule and partially brought people back to the office. Most of the individuals with
travel, nontraditional jobs were resuming normal functions and schedules. For these employees,
working from home was probably different. Still, their ability to work in various locations such
as airports and hotels probably allowed them to adapt to the change easier. For the traditional,
non-travel employees, working from home was different from working from the office setting.
Both types of employees, traditional, non-travel, and nontraditional travel, experienced changes
and adjustments. Everyone had a new normal, which may have changed through the course of
the pandemic many times, potentially influencing their experience with communication.
Overview of Themes Discovered
The objective of looking at the information collected was to identify themes and
information that can help identify barriers to modifying the strategic approach to improve the
existing communication strategy and effectively increase employee engagement. Identifying this
information can enable leadership to use tools and communication methods that increase,
encourage, and promote employee engagement amongst the employee resource groups. The
anticipated themes for this case study were the perception of employees' not knowing or
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understanding the objective, purpose, and benefits of the employee resource groups.
Understanding this information and the employees' perception amongst the employee resource
groups will enable the researcher to explain the Diffusion of Innovation Theory and how it
applies in this case study. The Diffusion of Innovation Theory tries to understand how
information is adopted and how fast it can spread among a group of individuals (Williams et al.,
2019). Human interactions cause the adoption of a new idea or concept through social networks
(Weil, 2018). The anticipation is that the group members and leaders are disseminating the
information about the employee resource groups. The Diffusion of Innovation Theory focuses on
distributing information while considering communication channels, time, and a social system
and its adopters (Williams et al., 2019). The next anticipated theme is leadership buy-in and
support for the employee resource groups, which can harm employee involvement and
participation if it is lacking. Identifying this information will distinguish trends and actions that
align with the Transformational Leadership theory, which refers to inspiring and creative leaders
who look for their team members' best interests (Steinmann et al., 2018). Finally, the next theme
anticipated was the lack of communication tools, media, and resources available for engagement.
This theme aligns with the Uses and Gratification Theory, which believes that individuals will
select and use media to fulfill their personal needs or accomplish a specific goal (Chen et al.,
2010), specifically looking at employees' needs based on the nature of their jobs.
To identify the themes in this study, the researcher followed the succeeding process:
First, the researcher reviewed transcripts and audio recordings while taking notes. During this
process, the researcher was able to identify quotes, phrases, and information related to the study
that could help answer the research questions. Second, the researcher identified the codes or
labels to assign the quotes and phrases. There were 22 codes or descriptors related to
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communication, communication tools, communication devices, and overall experience. Third,
the researcher grouped or clustered the codes into specific themes. All codes that did not align
with the themes, or were not relevant to answering the research questions, were excluded.
Fourth, the researcher developed the themes and descriptions that would guide the researcher in
answering the research questions. Fifth, the researcher compared the differences between
traditional, non-travel and nontraditional, travel participants to determine the differences in code
frequency and overall themes. The themes in this case study are the following: Theme 1. The
employee's ability to engage with the employee resource groups using different methods. Under
this theme, the participants share what methods have effectively worked while engaging with the
employee resource groups. The researcher also explains the difference between the two overall
groups, the traditional non-travel, and the nontraditional travel. Theme 2. Engagement and
communication experience with the employee resource groups. The discussion of this theme
explored the participant's experiences and why they remained members of the groups. Them e 3.
The difference and preference in communication tools, media, and resources available for
employees. The discussion of this theme explains the different methods available to workgroups.
Theme 4. Leadership influence to join the employee resource groups. This theme explains what
has motivated the participants to join the groups and the little to no influence leadership has had
on the participants. Theme 5. Lack of leadership buy-in and action. This theme explores the level
of leadership buy-in and actions and how it impacts participants' perception and motivation.
Discussion of Themes
The theme discussion will go into details and examples for each theme, including
relevant data, quotes directly from the participants, and data collected. The researcher conducted
a complete review of the participant's responses for the individual interviews and a focus group
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to create the themes. Also, the researcher corroborated the information by gathering published
information about employee engagement and communication. Collecting data from multiple
sources allowed the researcher to use the data triangulation process to ensure data validation.
The themes were identified after classifying numerous codes in the data transcripts. To
ensure the most dominant codes and data saturation frequency, the researcher created a
frequency table. Table 1 shows all the codes representing quotes, comments, or thoughts from
the participants that contributed to the overall study.
Table 1
Data Summary of Code Frequency
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The table above shows the 22 codes or descriptors represented in this case study. Once
the codes were identified and validated, the codes were grouped into five themes. The themes
identified represent and align with the information gathered from all sources, including the
interviews, focus group, and pre-existing data. Table 2 below shows the five themes and the data
resources taken into consideration in this case study:
Table 2
Themes from Individual Interviews, Focus Group, and Data
Theme 1

Theme 2

Theme 3

Theme 4

Theme 5

The employee's

Engagement and

Difference and

Lack of

Lack of

ability to engage

communication

preference in

leadership

leadership buy-

with the

experience with

communication

influence to join

in and action.

employee
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resource groups

the employee

devices available

the employee

using different

resource groups

for employees.

resource groups.

communication
methods.

The table above shows the themes that were identified when all the codes and data were
grouped. The first theme is the employee's ability to engage with the employee resource groups
using different methods. Under this theme, the participants share what methods have worked
when engaging with the employee resource groups. The researcher also explains the difference
between the two overall groups, the traditional non-travel, and the nontraditional travel. In
addition, the researcher incorporated data gather in the literature review that is related to the
findings. The second theme is the engagement and communication experience with the employee
resource groups. The discussion of this theme explores the participant's experience and why they
remain members of the groups. In addition, the researcher included data from the literature
review that aligns and supports the information. The third theme is the difference in
communication devices available for employees. The discussion of this theme explains the
different methods available to different workgroups and the exploration of data related
previously gathered in the literature review. The fourth theme is the lack of leadership influence
to join the employee resource groups. Here the researcher explains what has motivated the
participants to join the groups and the little to no influence leadership has had on the participants.
The fifth theme is the lack of leadership buy-in and action. This theme explores leadership buyin and actions and how it impacts participants' perception and motivation, which the researcher
supports with previous studies. Below is the discussion of the themes:
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Theme 1. The employee's ability to engage with the employee resource groups using
different communication methods. Participants interviewed often highlighted that their
experience communicating with the employee resource groups could vary by day, schedule,
availability, or job tasks assigned on a particular day. All these factors would also determine the
type of methods they would use to engage with the groups. For example, participant P1LDRI
shared,
As long as I don't have anything going on during the day, it's usually pretty easy to join
the meetings', and participant P3LDRI said 'as long as I have the time and my calendar
allows it I will join the meetings.
The majority of the participants also highlighted the effect that the pandemic COVID-19 had on
communication. For example, participant P14LDRFG in the focus group mentioned, “COVID19 and not being face to face has allowed having meeting times that are accessible virtually,”
having virtual meetings made events more accessible to all employees regardless of location.
Regardless of the benefit of virtual meetings, participants such as P6LDRI expressed their
enthusiasm for future in-person meetings “I look forward to more of the Community
involvement. Post COVID-19 and the networking aspect of it.” Because most of the events
hosted by the organization's employee resource groups were virtual, participants shared their
experiences and their preferences with different virtual platforms. Some of the comments from
the participants included the following:
P4LDRI.
I would say…the teams platform and emails are my preferred. The Microsoft Meetings
because you can see the people as you're talking to them. I think there's a value in being
able to see the faces as you were communicating.
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P9LDRI.
I would say. As far as communication tools, WebEx because we are able to talk with just
audio, but also see everyone in the group regardless of where we all may be, because
there's a lot of people involved and we're all kind of scattered out throughout the country.
Most of the interview and focus group participants shared similar comments, which
supported employees to virtually engage and interact with the groups and others without being in
the same room. Virtual meeting platforms, such as Microsoft Teams and WebEx, became critical
and essential for businesses when the pandemic COVID-19 emerged (Wijayanto et al., 2021),
allowing for safe global communication. Another appealing aspect of these virtual platforms was
connecting via audio and video, which was one safe option for live interaction (Henderson et al.,
2020).
Another critical concept posed by participants was how some platforms allowed for
engagement outside of a set schedule and between meetings. For example, by using Facebook
like it was stated by participant P7LDRI, “I think the Facebook groups that we've started are
definitely a great way to engage because people can engage outside of a set specific time. ” Using
passive interaction can increase communication and employee engagement frequency
(Ramawela & Chukwuere, 2020). Recent studies have confirmed that the use of technology has
increased, and social media platforms such as Facebook can influence the workforce by directly
impacting organizational culture (Ramawela & Chukwuere, 2020). Other participants mention
other passive methods such as emails and websites. For example, participant P5LDRI stated, “I
feel like the best way of communicating is our web pages and email because of our various
schedules.” Ramawela and Chukwuere (2020) highlighted that organizations can influence
employees' readiness and assimilation of new information through different platforms. In this
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case, it would be affecting how employees acclimate and learn about the employee resource
groups.
Theme 2. Engagement and communication experiences with the employee resource
groups. The participant's experience engaging and communicating with the employee resource
groups seemed overall positive and rewarding. The participants shared comments expressing
their satisfaction with communication like the ones shown below:
P10LDRI.
My experience with communication has been positive. I found there was a lot of
information when I came to Piedmont about how to start a group, there was a clear
outline. I think all of that was a positive experience. The communication is excellent.
P11LDRI. “They're doing good at getting the information to everyone.”
P5LDRI. “Communication with the ERGs has always been good in all reality.”
Other participants shared comments highlighting some of the things they like the most
about the employee source groups, such as the opportunities for learning, interacting with others,
and sharing best practices and stories with employees all over the country. For example,
participant P9LDRI shared, “My experience has been great. It's been a great experience to be
able to connect with people from all walks of life, learn about inclusivity and diversity, and their
jobs,” and participant P4LDRI shared, “I have enjoyed hearing the different perspectives and
learning from members at many locations.”
Participants shared what they look forward to and all the resources and benefits they get
while engaging. Participant P3LDRI highlights the value of learning from o thers
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The ERGs provide the opportunities to connect with people with various interests. It
gives me the opportunities to connect with people that I wouldn't otherwise connect with
just because of the nature of my work allowing me to expand my ideas and network.
Participant P9LDRI talks about how it has expanded her business acumen and knowledge,
My experience has been great. It's been a great experience to be able to connect with
people from all walks of life, to learn about inclusivity and diversity. It has also helped
me learn roles that everyone plays with within the company and best practices. Overall, it
has been extremely informative and very enjoyable as well.
The focus group participants had similar thoughts and experiences about the engagement
experience and communication so far with the employee resource groups which were overall
positive. For example, participant P13LDRFG stated
I think communicating with members and groups has been very a very everyone is
approachable. They have all embraced me. I'll say this is, you know, I don't feel
uncomfortable reaching out in any capacity and I love that we (ERG leaders) meet
weekly.
One of the employee resource groups' functions and roles is to provide a platform for safe
communication, development, and interaction, critical for employee engagement (Kang & Sung,
2017). When employees are engaged and can see the value of being part of the groups where
they learn and grow, it can positively affect their ability to immerse themselves in their jobs
through the feeling of empowerment and confidence (Cooper-Thomas et al., 2018). In addition,
employee enthusiasm and involvement can influence others inspiring them to be part of the
employee resource groups by sharing the learning experience (Cooper-Thomas et al., 2018).
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Positive interaction, engagement, and communication are critical in maintaining and growing
employee resource groups because they will influence members to continue coming back.
Theme 3. Difference and preference in communication devices available for employees.
Under the third theme, the participants shared the most convenient communication device they
use when communicating and engaging with the employee resource groups. The devices'
selection or use was mostly driven by the device's convenience and how easy it was to transport
to different environments, such as airports and traveling. The most mentioned devices were
mobile phones, laptop computers, and the iPad. The majority of the participants agreed that the
phones, laptops, and I-Pads were convenient and, for the most part, easy to bring along in many
settings and situations. The participants shared comments such as:
P14LDRFG.
I certainly use my phone a lot more to send quick messages, communicate with some of
my team members who are reaching out via teams, email, and to use the Facebook
groups… on my phone is much easier for me to access that information.
P9LDRI.
I would definitely have to say between my phone and iPad, so just depends on what the
nature of you know what I'm trying to connect? But definitely because you're constantly
just moving around in a regular workday, being able to have the phone to constantly, you
know, respond or connect or be a part of something or stay up to date.
Some participants shared examples of why the mobile device works better, which did not have
anything to do with mobility but with equipment available to the workgroup. For example, some
computers available to a specific workgroup such as ground handling and customer service do
not have cameras and audio. It was also highlighted that this particular workgroup could not
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access Microsoft Teams from any device as the company does not provide them this access. Not
having a computer with audio and video and not having access to Microsoft Teams prevented
employees from participating in the live meetings and events. Participant P7LDRI shared,
I say the ability to use my mobile device to connect to WebEx is great because my
workstation doesn't have audio with it, there's no microphone or camera. I think me being
able to use my personal device to connect is great.
Other participants were aware of the discrepancy between the workgroups and how it impacts the
communication and engagement of some of the team members at Piedmont Airlines. For
example, some of the participants expressed concerns such as the ones below:
P1LDRI.
I know that most the meetings are on WebEx and I know WebEx is a good way to get
everyone to connect in the same place. I am also a huge fan of Teams, but I know that not
everybody has access to Teams.
P12LDRFG. “I wish Teams was a little bit more effective because what I found is that
our frontline employees, some of them like at the agent level they have problems with
Teams and that's a lot of members.”
Overall, all participants agreed that the best and most effective way to increase communication
and engagement with employee resource groups is to make available as many tools and resources
as possible for engagement. Participant P2LDRI statement summarizes it by saying, “I think any
communication tool that engages with the ERGs, is effective. Whether that is through phone
conversation, email, Microsoft Teams, or WebEx. I feel like it's all beneficial.” Since the
Pandemic COVID-19 started, the airline's communication has been virtual and decreased the
centralized meetup and in turn has created a more neutral setting for all employees located all
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over the country. Unfortunately, the customer service and ground agents still has limited access
to all the tools, which has nothing to do with traditional non-travel and nontraditional travel
employees. Instead, it is a matter of employee classification at Piedmont Airlines.
Studies have shown that organizations have increased accessible devices and virtual
platforms and serve as a reliable and effective way to engage with employees. It is also a means
to create value and promote culture as a group and not just as an individual, standalone
organization (Mirvis & Googins, 2018) by providing a global platform for shared values.
Similarly, alike studies support that providing employees with tools that are easy to use and
available to everyone can positively influence their engagement (Kim & Ausar, 2018).
Theme 4. Lack of leadership influence to join the employee resource groups. During the
discussion of theme 4, the participants shared their perspective of the little to no leadership
influence in their decision to join the employee resource groups. Most of the participants
repeatedly reported having joined because it was a personal desire. They felt passionate about
being part of the groups because they wanted to contribute to the company culture. The
following statements captured and summarize the findings:
P3LDRI.
I feel like I feel a personal sense of responsibility. To participate and to be a part of
something. The group that I participated in, I am not of that ethnicity and I don't share
any of that cultural heritage, but I find tremendous value personally for myself in hearing
other perspectives and learning. It was not influenced by any leaders or leadership.
P6LDRI.
I don't know. I mean, I don't know if any of my necessarily leaders had an impact on me
being a part of the ERGs. I think just collectively as a team. We embrace this thought,
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you know of having these employee resource groups. You know that mainline have h ad
for a long time. Also, the world has changed a lot. So it has become important.
P14LDRFG. “I feel the same way. I feel that what has pushed me to want to stay and like
be a part of the ERGs is because I feel very passionate about.”
P2LDRI. “Well, I wanted personally to be part of ERGs regardless of whether my leader
knew about it or not. My leader did not impacting my decision, it was my choice to be
part of the ERG.”
Overall, the consensus is that members joined the employee resource groups because
something interested them or they felt connected with the group in more than one way. It was
clear that it was a personal choice for most participants and something they thought they could
do without leadership endorsement. These findings can be validated by a study on employee
resource groups that suggests these are natural social creature behavior (Welbourne et al., 2017).
Individuals wanting to come together for the same interest and wanting to belong and be part of
something is ordinary and function of many organizational structures today (Welbourne et al.,
2017). Other data show that individuals will join because they see these groups as communities
brought together by social identity characteristics. They established as support systems and
provided networking opportunities that are enticing and promising for employees (Green, 2018).
During the data collection, participants also shared that even when it was a personal
choice to join the employee resource groups, none of the participants reported having any push
back from their managers. Most of the managers were in approval with employees participating
and taking part in the groups. One participant shared how they explained to their manager what
the employee resource groups were all about, which was the case of participant P14LDRFG.
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“When ask my boss if he was ok with me joining, he said “what are ERGs?” (Laugh) “I had to
explain it.”
Theme 5. Lack of leadership buy-in and action. The participants shared as part of this
theme the need for leadership buy-in and action to support the employee resource groups
throughout the organization. When referring to leadership in this theme, the researcher is
referring to senior and executive leadership. Some participants highlighted that there are many
leaders involved. For example, this included the group leaders, executive sponsors, and council
members. However, this was only a small representation of all the leaders at the organization.
Many participants shared comments such as the one participant P2LDRI shared, “I personally
feel that our company's senior leaders are somewhat apprehensive about supporting the ERGs. ”
During the focus group, participants discussed the comment P12LDRFG made, and the group
was in total agreement. The participant stated:
OK, now I'm going to say this and I don't want to sound negative, but the fact that so
many of our leaders aren't aware of how our frontline employees are managing and how
they're dealing with things and what they're going through is sad.
Participants also shared what they would like to see from leadership and how leadership can get
involved. The following comments summarize the information gathered:
P12LDRFG. “When the whole Black Lives Matters thing happened to me. The fact that
we were not responsive and we were not saying anything, was frustrating. Leadership did
not want to take action, they need to take action.”
P11LDRI.
I think. We could do a better job of upper management being part of the ERGs. I know
that the Maintenance Department can do a better job. We need to continue to
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communicate, it's just a matter of trying to get the word out to people and push to get
people involved.
P5LDRI.
I think that it is hard for our senior leadership, especially right now. It's extremely
difficult for them to find a time and is not part of their priority right now to support the
ERGs. They are making sure the airline is capable to run, especially now with it COVID19, but it would be great if they can get more involved.
P2LDRI.
I would like to see more senior leaders be involved in ERGs and educate themselves or
take the initiative to educate themselves more to see the value in inclusion and diversity
and want to actively be a part of it.
The participants showed a tremendous amount of concern and desire for senior leadership to get
involved and learn about the groups along with the value they bring to the organization.
Participants want to feel supported and inspired in the work that they do with the employee
resource groups. Leadership support and involvement are critical for any initiatives and change
at an organization because it influences employee behaviors, attitudes, and performance towards
the job and culture (Onyeneke & Abe, 2021). Another essential piece of information is that if
leadership support and involvement is not strong, it can affect the future and outcome of the
employee resource groups. Previous studies have suggested a positive correlation b etween
leadership support and employee's motivation, desire to continue to engage, and be part of
organizational initiatives (Hoert et al., 2018). Leadership involvement and interaction can
influence how long a member of the employee resource group stays with the group (Hoert et al.,
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2018). In this situation, participants want to see more involvement and action from the leaders,
and if not demonstrated, it can harm membership retention.
Relationship of Findings
Here, the researcher will present the case study's primary outcomes, data, and overall
results. In addition, it will also explain why the results are essential and influential to adding
value to strategic communication. Additionally, the researcher will answer the research
questions, explain how the study and outcomes relate to the framework and discuss the
anticipated themes. Finally, the discussion will highlight some of the relevant literature
associated with the findings.
The Research Questions
Strategic communication has been associated with increasing employee engagement by
purposely providing employees with a more effective way to communicate and exchange
information (Zhang & Huai, 2016). The research questions in this case study will answer critical
information that will allow for effective and impactful strategic communication planning to
further engage with employees and ultimately grow employee resource groups at Piedmont
Airlines. This information is significant because employee resource groups have proven to have
a direct impact on employee performance, commitment, and overall welfare (Welbourne et al.,
2017), which can have a positive effect on turnover, performance, employee satisfaction, work
culture, and diversity at an organization (ERGs, 2019). The communication methods utilized by
employee resource groups to engage with Piedmont Airlines employees were entirely virtual at
the time of the study. The virtual communication strategy has been in place since the Pandemic
COVID-19 started in March of 2020. Since then, employees have embraced the virtual platform.
At the time of the study, in March of 2021, employees had experienced the communication
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methods for about a year. The organization has no plans of moving away from the virtual
platform and communication strategies at this time. They have plans to incorporate and bring
back ways to engage with team members in person and following safety guidelines and social
distancing policies that the organization has in place. Below are the research questions:
Research Question 1. What impact has communication methods had on the ability and
productivity of engaging with a widely distributed workforce? Piedmont Airlines had close to
10,000 employees throughout the entire United States in about 78 locations (at the time of the
study), making strategic communication for engagement a critical part of the organization.
Especially for the employee resource groups, which are new and in need of continued growth.
Most participants in this study shared their positive experiences with the current methods and
their ability to engage, learn, and network with other members throughout the United States
using these methods. The offering of virtual meetings, the use of virtual communication
platforms (i.e., Microsoft Teams, WebEx, Zoom), access to the website, and Facebook groups
enable employees to engage from any location, device, and in any time zone. The constant
offerings and opportunities to engage using these methods have increased interest in the
employee resource groups and have motivated employees to join the groups.
The data also show that employees may have difficulties participating in live events
mainly because of work schedules and tasks on a particular day. Most participants were able to
engage with no problem using passive methods such as the website, emails, and Facebook. The
data also highlighted an element that was not considered before the data collection, an employee
classification access issue that prevents agents from accessing all virtual platforms. Choose a
better word to more clearly or effectively convey this point. During the data collection, the
researcher found a specific workgroup to which the organization will not grant access to virtual
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platforms such as Microsoft Teams. This decision by the organization reduces the ability of this
workgroup to participate in any meeting or event on this platform. It is critical to highlight that
this workgroup is distributed in most locations and is the largest workgroup at the organization.
The referenced workgroup is categorized as traditional non-travel, ground handling, and
customer service agents.
Research Question 1a. What communication tools are perceived as the best way to
engage with the non-travel traditional workforce? The non-travel traditional workforce is those
who do not travel as part of their typical jobs and tasks, which may include but are not limited to
administrative staff, ground handling, and customer service agents, and base assigned mechanics.
Based on the responses in the study, most of the participants appreciate having multiple
communication methods, especially those classified as customer service and ground handling
agents, since they have limited to no access to some tools. The majority of the non-travel
traditional participants mentioned mobile phones were used the most becau se it is always
available. They can access most of the platforms from it, and it is easy to move from location to
location. The non-travel traditional participants that work at a station where they do not have to
move consistently preferred their computers. Many participants mentioned alternating the
devices depending on their task and location. Many mentioned I-Pads as their second choice,
which is also made available to many employees. The participants shared their preference for
virtual platforms. The virtual platforms used at Piedmont Airlines for the employee resource
groups are Microsoft Teams, WebEx, the company website, and Facebook. Most of the
participants like and use WebEx as it is the one everyone can access during live events. The
company website was mentioned as the place where they got all the information. Additionally,
Facebook was referenced as the place where they interacted with others between meetings and
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events. The use of Microsoft Teams has been encouraged at the organization, but employee
resource group leaders have chosen to limit the platform used as it excludes many employees.
Research Question 1b. What communication tools are perceived as the best way to
engage with the travel nontraditional workforce? The nontraditional travel employees are those
who travel as an essential part of their job, which requires them to be on the road many days at a
time. This group may include but is not limited to pilots, flight attendants, recruiters, mechanics,
human resources staff, and safety personnel. In this case, participants under this classified as
nontraditional travel employees favored the mobile device as their preferred go -to device when
on the road, which is similar to the response from the other traditional non -travel employees.
Most of the participants preferred the mobile device for easy access, connectivity and because it
is with them most of the time. Individuals can have it at the airport, plugged in a rental car, or
even on a plane. It is convenient, and they can access all the platforms from mobile devices. The
other preferred devices depend on the job the participant did. For example, all crew members and
mechanics preferred the I-Pad as their second choice which they are issued for their jobs. The IPad is also considered easy to manage on the road and is always with them while traveling. Other
nontraditional travel members who were not crew members preferred the laptop and I-Pad as the
secondary choices as they have all the options available.
Research Question 2: How does the "no-travel, traditional" and the "travel,
nontraditional" workforces compare in engagement and communication satisfaction among the
employee resource group members? The study reveals that there was no noticeable difference
between employees' two classifications, traditional non-travel, non-traditional travel when it
refers to engagement and communication satisfaction. All participants showed a positive
response when asked about their experience and engagement with the employee resource groups
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and their preferred communications method and device. Some participants shared some similar
issues, but they were unrelated to the actual communication methods or events. However, they
were related to work schedules or tasks they were performing. For example, a pilot (travel)
working a flight leaving from Gate 24 in Charlotte and the agent (non-travel) working Gate 24
were both going to miss the same meeting regardless of their classification. They were both
performing a task that was part of their job that prevented them from joining.
Participants shared that they enjoy the opportunity to engage and connect with other
members in between meetings through Facebook groups. Furthermore, participants agreed on
how much they appreciate the emails and information posted on the webpage. Another area to
highlight is the participant's shared enthusiasm for being part of the employee resource groups
and their reasoning behind their joining. Many see the employee resource groups as a resource
for development, networking, corroboration, and sharing concerns for a better good. Most
participants shared having a passion or a personal affiliation with them, inspiring them to remain
part of the groups. Finally, everyone that participated shared an appreciation for the opportunity
to learn about other cultures, topics and to meet individuals they would have never known about
or met if it was not for these employee resource groups.
Research Question 3. What are the most effective communication methods for increasing
employee resource group engagement? Overall, this workforce is unique, and depending on
whether an employee has a traditional non-travel or a nontraditional travel job, schedules and
tasks are dynamic and unpredictable at times. The nature of this industry and the participants'
feedback suggested that there is no one way to engage with prospective members or active
members of the employee resource groups. Ideally, what would work best is to have multiple
methods to engage with this workforce in many settings, different schedules, and platforms.
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Based on the participant feedback in this case study, participants joined because they want to be
part of the group and are willing to give their time. Many participants enjoy the different
opportunities the employee resource groups have to offer and look forward to the activities.
There was also a noticeable agreement amongst participants wanting constant engagement and
not just a monthly meeting. Most were in favor of multiple approaches to interact. For example,
a combination of such meetings, emails, and discussion on Facebook allows the members that
missed the meeting to catch up and at least read about the meeting while engaging and allowing
them to contribute differently. Most participants also mentioned that they are looking forward to
in-person events once the pandemic is behind everyone. This alone will add another source of
communication and engagement. In summary, the more available communication options, the
higher the chances are of increasing engagement and attracting more members.
Research Question 4. How can organizational leaders develop more effective strategic
communication plans to provide employees with resources to increase workplace engagement
and employee interaction? During the interviews and focus group, participants shared concerns
about the lack of leadership involvement with the employee resource groups. This quickly
became apparent that this is a critical step leadership must take. Leadership needs to get involved
with the employee resource groups to learn and connect with team members. Leadership getting
involved will help them understand the employees better and inspire and motivate employees, as
stated by some participants. During the data collection, some participants mentioned the need for
leaders to take action in critical matters such as racism and complicated issues during group
meetings. Leaders need to get involved in learning about member concerns and be willing to take
action. Leadership must understand the employee resource groups' goals and benefits and take an
active approach at promoting the groups, participating, and encouraging employees to join.

117
Additionally, leaders should continuously evaluate the communication strategy to ensure it
reaches as many employees as possible and ensure everyone has an equal opportunity to
participate and join the employee resource groups. Finally, leaders need to ensure the employee
resource groups provide useful and critical tools and opportunities for continued talent
development and ensure they are promoting the culture desire by the organization.
In summary, all employee resource groups' communication is currently virtual at
Piedmont Airlines. The virtual platform has allowed the organization to continue to engage with
employees all over the United States and continue to promote the groups. The current strategy
has been effective at getting the groups started and going as it has allowed everyone to stay
connected and engage even during a world Pandemic. When the researcher compares the two
workgroup classifications, traditional non-travel, and nontraditional travel, there is little
difference in tools and engagement responses. The mobile device is everyone's favorite
communications tool. When considering the virtual platform, the most effective and that is
available to everyone is WebEx. Participants all agree that it is essential to stay engaged and
connected between live events, which the website, emails, and Facebook groups allow them to
do. It is also clear that communication strategies will have to be diverse because this is such a
unique and distinct workforce. Communication strategies will have to ensure that they connect
different audiences at various times and through multiple sources to engage continuously.
Leadership is a big part of the employee resource groups' future success, and they need to take an
active role and get involved for employees to stay engaged. Finally, ensure equitable engagement
opportunity. It would be beneficial for the organization to remove the barriers that prevent some
employees from using specific platforms and ensure everyone has access to reliable equipment at
the workplace.
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The Research Framework
The conceptual framework involved reviewing three theories, included Uses and
Gratification Theory, Diffusion of Innovation Theory, and the Transformational Leadership
Theory. In addition, the researcher looked at how strategic communication influences employee
engagement for growing employee resource groups. This framework attempts to understand how
individuals select a communication method, how social groups work, and what motivates
individuals to join social groups. The researcher also looked at the influence leadership has on
employee engagement to better understand the value and impact when strategizing for
communication.
Uses and Gratification Theory. The Uses and Gratification Theory suggest that
individuals will select and use media to satisfy their personal needs or to achieve a particular
goal (Chen et al., 2010). The finding suggests that individuals will use the media available that
will allow them to engage when needed to be part of the employee resource group and take
advantage of the events and activities. For example, participant P1LDRI shares that for then
Facebook is most convenient because they can interact at their own time,
I really like the Facebook Groups. I think it's nice that we can put something out there
and people can interact in their own time because I know it can be difficult to get
everybody in one place at the same time.
The Uses and Gratification Theory also suggest individuals are more likely to take part
and select media that seems beneficial or likely to meet their needs (Hossain et al., 2019), which
can align with the comment made by participant P2LDRI who states during the interview:
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I want to personally educate myself on inclusion and diversity, so I choose to participate
in all of the, ERGs. As far as attending events, it depends on the event and what I can
learn from it and whether it is at a convenient time for me.
Making sure communication efforts keep individuals interested and engaged is critical.
Also, the theory suggests that media must align with the needs of the individual. In this case
study, we saw the media must be convenient for the type of job and tasks part of their job.
Diffusion of Innovation Theory. The Diffusion of Innovation Theory looks at how a
new concept, new technology, or innovation is assumed and how fast it can extend in a group of
individuals (Williams et al., 2019). In this case study, the new phenomenon or concept is the
employee resource groups, which, based on the study participants, spread through peers and
corporate communications. Many participants shared that they knew they wanted to be part of
the groups after reading or hearing about the employee resource groups. This intuitive desire to
be part of the groups and a new idea is seen in many individuals whose instincts are driven by
interest, information, urgency, motivation, or the risk involved (Bianchi et al., 2017). In general,
some individuals are very interested in new ideas and who will act immediately, but there are
those individuals who will wait around for others to join first (Li & Huang, 2016). Most of the
participants in the current study have expressed joining the groups fast and as soon as they had
the opportunity. They associated the groups with great opportunities. Participant P3LDRI knew
there was value in the groups, “I joined because I saw value. I look for opportunities, not just for
me, but for those around me as well,” which instinctively shared the information with peers.
Individuals will be drawn to what benefits them and where they see the value, and if the
experience is positive, there is a high chance they will share the knowledge and attract more
people. In strategic communication, it is critical to keep in mind how new concepts spread as
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current members' experiences can influence other potential members. Also, as gathered from the
participants, it is essential to understand what satisfies and meets employee needs in
communication for further strategic planning and influences information distribution.
Transformational Leadership Theory. The transformational leadership Theory talks
about leaders who inspire, develop, motivate others, and work through obstacles (Steinmann et
al., 2018). Transformational leadership seeks to develop ideas and new perspectives to create
new and better ways of growing an organization (Moradi Korejan & Shahbazi, 2016). In this
case study, participants shared the lack of transformational leadership attributes amongst
executive leadership. Participants highlighted the lack of participation and involvement at events
and meetings. These leadership actions can jeopardize the employee resource groups’ future
growth as the lack of senior leadership involvement can send the wrong signals and de motivate
current members. A lack of leadership involvement will reduce the strategic effort's value, which
can hinder the groups' benefits (Ramsey et al., 2017). Comments like the one from participant
P11LDRI shows the need for more transformational leadership behaviors and attitudes,
I think we could do a better job of upper management being part of the ERGs. I know
that the Maintenance Department can do a better job. We need to continue to
communicate, it's just a matter of trying to get the word out to people and push to get
people involved.
On the other hand, participants see these supportive and transformational leadership
behaviors from the team members leading the groups, which is having a positive effect on
members. Participant P2LDRI says “I enjoy assisting the ERGs, with spreading awareness and
educating Piedmont employees. Through the best communication channels that we have
available.” Transformational leadership skills and behaviors can significantly impact
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organizational culture and assimilation of new concepts, which is why senior leadership at
Piedmont Airlines needs to get involved.
Anticipated Themes
A review of the anticipated themes and the findings in this case study shows the
complexity of building a communication strategy to increase employee engagement in aviation.
Moreover, the study reveals the anticipated and additional themes and gives insight into strategic
communication in aviation. It was anticipated that the study would show noticeable
communication discrepancies between the workgroups, inconsistent interactions, and differences
in communication tools. What was not expected was the unique situation that forced the industry
to gravitate to a virtual solution, which created a one-stop and solution for the employee resource
groups to interact. Having the virtual setting only reduced the discrepancies and allowed for
more consistent interactions. Because of the COVID-19 pandemic, everyone has the same
communication solution, opportunities, and platforms for interactions.
The study revealed that regardless of the workgroup, the selection of devices and media
would be based more on schedule and unique personal needs at meetings and events. Another
anticipated theme was differences in engagement, satisfaction, and perception of the be nefits
involved with engaging in the groups. The participants revealed that perception of the benefits
and overall engagement and communication satisfaction was driven by the desire to be part of
something new or the benefits involved. Individuals were attracted by what was in it for them,
opportunities for development, networking, and growing. The study also revealed that there was
not an evident distinction between the two workgroup classifications. Finally, the last theme
anticipated was the lack of knowledge about employee resource groups, lack of understanding of
organizational benefits, lack of buy-in from upper management, unclear expectations, and lack of

122
tools and resources. The participant data corroborated these anticipated themes as the data
revealed a lack of understanding and lack of involvement from senior leadership and the need for
leadership buy-in. Finally, the study showed that the lack of resources and tools is related to a
specific job classification and not an overall deficiency, which is what was anticipated. In
summary, the themes anticipated were, for the most part, validated with the data from
participants in the case study. Some unpredicted themes gave additional information about the
workforce and will be beneficial for future strategic communication planning.
Summary of Findings
This case study's findings are supported by data from individual interviews, focus groups,
and preexisting data. The researcher's objective was to address the lack of strategic
communication for promoting employee resource groups, resulting in the organizations' inability
to establish and grow employee resource groups. The data collected helped the researcher take a
closer look at current communication strategies and what areas can be improved to increase
engagement amongst aviation employees, which was the purpose of the study. This qualitative
case study aimed to expand and develop knowledge regarding employee resource groups by
looking closer at a widely distributed workforce and understanding how the lack of strategically
planned communication can impact employee resource group development and employee
engagement. After gathering the data and analyzing the information, the researcher answered the
research questions and arrived at the following conclusion. The first finding and highlight were
that the organization was only engaging with employees virtually, which allowed for a
centralized communication platform.
The communication methods for engaging with employee resource groups at Piedmont
Airlines have been successful. The employee resource groups can engage with employees by
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using multiple platforms to access from various devices. Employees can participate in many
events and activities at different times and from many devices, making it more accessible.
Piedmont's communication methods have allowed the employee resource groups to connect with
employees all over the United States to provide support and tools that benefit all. The
organization can improve productivity and engagement by considering the obstacles preventing
some employees from engaging, such as looking at ways to provide equal access to virtual
platforms to all employees at the organization.
Another recommendation is to ensure at least one computer at each location has audio
and cameras, which would allow employees to participate more often when they have free time.
The study also highlights the lack of senior leadership involvement that is critical for
communication and transferring information. The organization's leaders should look for new and
innovative ways to get involved and take active roles with the employee resource groups. The
organization has provided multiple communication engagement methods for employees, aligning
with this industry's complexity, employee schedules, and unpredictable tasks. Leadership must
continue to offer employees variable communication methods to promote engagement and grow
employee resource groups. Lastly, the researcher would suggest incorporating in -person
communication and interaction once the COVID-19 Pandemic restrictions are lifted, which can
help increase engagement and propel the growth of the employee resource groups.
Adapting and adjusting communication strategies can assist in growing employee
resource group membership by increasing engagement. Through these employee resource
groups, the organization can impact the employee experience and create a better workplace.
Piedmont Airlines still has a long way to go. At the time of the study, the total number of
employees at the organization was 10,000. Only 609 employees were members of at least one

124
employee resource group, accounting for only 6% of the workforce. From the 79 locations, the
organization serviced and had employees; only at 54 of those locations did the organization
report having employee resource group members, which account for 68%, giving the
organization significant room for improvement.
Application to Professional Practice
The application to professional practice will include discussing the value this case study
has and the potential impact on the aviation industry. It will include how this study can improve
general business practices that will improve employee engagement and grow employee resource
groups. Finally, it will discuss the possible implementation strategies that o rganizations can use
to leverage the findings of this study.
This case study can influence how airlines that are looking to grow employee resources
groups evaluate and look at strategic communication. Clearly, in this case study, the data shows
that it is an intricate process when strategizing for employee engagement. This process includes
considering the workforce, the demographic distribution, resources available, leadership buy -in,
and employee perception. The study has also increased awareness of the d iscrepancies in
employee access to resources within the airline, which is a critical and urgent in order to increase
employee engagement and grow the employee resource groups. Furthermore, the case study
shows the impact and influence that leadership has on employee engagement and employee
retention within the employee resource groups. This is critical for airlines to consider as they
implement new strategies to grow the groups and add value to the organization's diversity equity
and inclusion initiatives. Some general business practices that this case study can influence in the
area of strategic communication for employee engagement and growing employee resource
groups are the following:
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First, it will emphasize the value and encourage leaders to understand their workforce and
how systems work. If leaders at the airline want to take an active approach at making sure
employee resource groups are available for everyone, there has to be a better understanding of all
areas, workgroups, and how these work. Especially, if the initiative is intended for all employees
to engage. The assumption that everything works the same for everyone has prevented many
individuals from engaging and in the long run can hinder success.
Second, the study highlights that employees, regardless of the type of job they do, are
considering accessibility as one of the main factors when engaging—emphasizing the use of
mobile phones, IPads, and laptops. This finding will allow leadership to consider methods and
tools easily viewed and compatible with these types of devices for a higher chance of
engagement amongst the workforce.
Third, the study shows that many jobs in aviation that do not require travel, still require
the employee to be ‘on the go,’ to have unpredictable schedules, and tasks that can change within
minutes, preventing employees from committing to a set schedule and participate in live events.
This information shows that it is essential for leaders to consider having multiple engaging
methods and platforms that can accommodate employees from all areas and still make them feel
included and engaged.
Fourth, the data in this study shows the desire from employees to see leadership take an
active role, be more involved, and increase presence within the employee resource group eve nts.
This data serves as the foundation for understanding the need for leadership to be active and
engaged when developing communication strategies for growing employee resource groups and
promoting employee engagement. The data proves that it impacts employee retention and
motivation within the employee resource groups when leadership is involved and present.
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Fifth, the study encourages leaders to consider looking at any organizational policy that
may be modified, updated, or even created to support the change in practices that prevent
employees from participating and engaging with employee resource groups.
In the end, the findings of this case study can influence how leaders in aviation look at
communication strategies for growing employee resource groups and promoting employee
engagement in such a unique and diverse workforce. Additionally, the findings can encourage
the implementation of new strategies that can help leverage the results in this study by giving
leaders in aviation a broader spectrum of what may work for this specific industry.
One of the critical aspects to consider in strategic planning for aviation is the uniqueness
of the industry and all the unpredictable circumstances that exist that impact the ability to engage
with employees. This study shows that it is also critical for leaders to consider all angles that can
influence the overall outcome of communication strategies. Some of the essential areas to
consider and that emerged from this case study include employee classification, employee
locations, resources, technology, leadership involvement, and job type. This insight provides the
airlines and other similar organizations with the perspective to assist in strategic communication
planning and implementation.
One strategy that organizations such as airlines and similar industries can embrace is
developing incentive programs for leaders who contribute and participate in the employee
resource groups and employee engagement initiatives. By promoting leadership involvement, the
organization can increase buy-in, communication, participation, and employee morale
(Steinmann et al., 2018). Leadership involvement can also help to identify influencing factors in
strategic communication, which can help effectively adapt strategies as needed to be nefit a
specific workforce (Hunitie, 2018).
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After the data analysis in this study, the data highlighted how organizations need to
consider a broader worldview in strategic planning to ensure that all perspectives are considered
and that all employees are represented. A more comprehensive worldview can ensure everyone
has a voice and that the strategy does not leave any workgroup out, limiting engagement
opportunities (Elliott et al., 2017). To achieve an environment where all perspectives are
considered, organizations can develop councils that meet each quarter and constantly discuss
new opportunities to improve communication strategies for increasing employee engagement
through employee resource groups.
Finally, the employee resource groups promote diversity and inclusion in the workplace;
embracing diversity and encouraging an inclusive workplace is essential and, in many cases, a
critical part of the business strategy to succeed (Ohunakin et al., 2019). Introducing the employee
resource groups to new employees through the onboarding process and orientations are a great
strategy to introduce employee engagement and promote diversity and inclusion in the
workplace, which can have a positive impact in new hire retention and the growth of the
employee resource groups (Ohunakin et al., 2019).
In summary, the finding of this study gives a good overview of the potential areas to
consider when working on communication strategies to grow employee resource groups and
employee engagement. The results have highlighted some of the critical areas at Piedmont
Airlines can provide other similar organizations with a base idea of crucial areas to consider that
will have an impact on the success of the communication strategies.
Recommendation for Further Study
This study was conducted at Piedmont Airlines, a regional airline owned by American
Airlines, and the study was comprised of employee resource group members and their experience
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engaging with the groups. To expand the study results, the same research can be replicated at the
other two regional airlines owned by American Airlines which includes Envoy and PSA.
Collecting data from all three carriers will allow the expansion of the body of knowledge, which
can be used to compare significant findings. Two areas that can be looked at as the body of
knowledge grows with the two additional airlines would be the following:
Themes
It will be ideal to determine if the themes generated amongst the three regional carriers
are similar. All three carriers are based in different locations and have some operational
differences. Understanding the variations between all three airlines can help identify best
practices and barriers that help understand areas with significant impact in strategic
communication.
Leadership
The comparison in leadership involvement and employee’s perception of leadership
involvement is another area that can be compared amongst the three careers. This will help
determine if there is a positive correlation between leadership involvement and employee
engagement. Ultimately, the study can be expanded to American Airlines employee resource
groups and determine if there is a significant difference between regional airlines and major
airlines. The anticipated results will be a difference between the regional airlines and major
airlines, but understanding these differences can help the organizations strategize and collaborate
for a more efficient communication strategy for employee engagement and growing employee
resource groups.
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Reflections
The opportunity to study strategic communication for growing employee resource groups
within the aviation industry, specifically the regional airline Piedmont Airlines, has brought up
many questions about how the organization can successfully engage with as many employees as
possible and provide everyone the same opportunities all the differences amongst the
workgroups. There is no doubt that the organization can benefit from the employee resource
groups and continue promoting them while making sure no one is being excluded. Learning all
the influencing factors for communication strategies makes it somewhat of a complex process
requiring continuous effort to improve best practices, adaptability to incorporate new ideas, and
flexibility to ensure compliance.
Personal and Professional Growth
From a personal and professional perspective, the study has provided me with an
incredible amount of knowledge and a comprehensive view about the employee resource groups
in general. Knowing the benefits of the employee resource groups and h ow useful they are to
growing employees within the organization, changing culture, and creating a better workforce,
has made me a better advocate for these groups. Having a vast understanding of some of the
barriers that the workforce at Piedmont Airlines deals with has given me a new outlook on
strategic communication and how to communicate the information to the right individuals to
create change. The study has allowed me to look at how I contribute to the organization and the
human resources department in the diversity, equity, and inclusion space. Increasing my selfawareness in this topic inspired and allowed me to successfully implement new ideas and
strategies that have resulted from this dissertation process. As a result, I provided the leadership
and created the diversity equity and inclusion council, promoted changing policies for a better
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workplace and formally facilitated equitable access to communication resources for all
employees. In addition, I have been able to take an active role with the employee resource groups
as a mentor and leader for content development, creation of events, and providing training.
Understanding the impact of the employee resource groups in the aviation industry, learning
about this topic, and creating change with Piedmont Airlines has also allowed me to become a
key contributor and collaborator within aviation organizations, other airlines, and with aviation
schools.
In general, being part of the doctoral program and conducting this study has influenced
my career and personal perspective on goals and life in a positive way. Going through the
doctoral journey has made me more conscious of time management, the meaning and impact of
the work I do, and the contributions I can make at work and in the lives of others I come in
contact with in workplace and outside of work. As a Human Resource professional, this doctoral
journey has helped me develop better critical thinking skills, written and oral communication
skills, analysis and problem-solving skills, and leadership skills. Overall, this process has made
me a better professional.
Biblical Perspective
As a leader in human resource, I have been exposed to and have experience in many
areas such as employee relations, training, talent acquisition, and most recently the diversity
equity and inclusion space. This time around, the role in diversity equity and inclusion felt like I
was meant to be in the role, or like says in Ephesians 4:1 (ESV) “I therefore, a prisoner for the
Lord, urge you to walk in a manner worthy of the calling to which you have been called,” it felt I
was called to do this job. When deciding on a research topic, this one felt right and I organically
pursued it. I genuinely believe we are all destine to serve God in many vocations, and my

131
vocation is giving others a voice through the work I do in the diversity equity and inclusion
space. In Jeremiah 29:11 (ESV), it states “For I know the plans I have for you, declares the Lord,
plans for welfare and not for evil, to give you a future and a hope.” I inten d to serve the Lord
through this work and in many other ways throughout my career.
This case study from a biblical perspective shows communication strategy as a way to
help individuals from all backgrounds and experiences come together and grow through different
methods. In proverbs in the 22:2 (ESV) it says, “The rich and the poor meet together; the Lord is
the maker of them all.” The same way the Lord saw us, we should see each other, regardless of
our backgrounds, experience, and difference, together we are one. As the workforce continues to
shift and become more diverse, we must continue to look for ways to embrace each other.
Learning to work together and engage with one another provides a sense of community and
support that creates a bond and a stronger workforce. In Ecclesiastes 4:9-12 (ESV) it says,
Two are better than one, because they have a good reward for their toil. For if they fall,
one will lift up his fellow. But woe to him who is alone when he falls and has not another
to lift him up! Again, if two lie together, they keep warm, but how can one keep warm
alone? And though a man might prevail against one who is alone, two will withstand
him—a threefold cord is not quickly broken, together we are stronger and it allows for
individuals to support each other through difficult times.
In this study, we saw how in the midst of a pandemic, employees still engaged and
adapted to a virtual platform, which resulted in a steady growth in membership and engagement.
Having the centralized virtual communication platform allowed employee resource group
members to continue to support one another and engage throughout the uncertain times.
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The case study highlights the need for additional leadership support in strategic
communication and the initiatives created to promote and grow the employee resource groups.
Proverbs 16:12 (ESV) states, “Kings detest wrongdoing, for a throne is established through
righteousness.” Leading requires integrity and giving it your all. If you want to have an impact
on others and eventually lead to great outcomes, you need to weed out compromise and
shortcuts, which means getting involved. Proverbs (27:23–24) says, “Be sure you know the
condition of your flocks, give careful attention to your herds; for riches do not endure forever,
and a crown is not secure for all generations.” The added benefit of leaders getting involved with
the employee resource groups is that they are able to continuously monitor what is working and
what is not. They are able to identify barriers easier, and ensure keeping track of resources to be
able to act and adapt to any change more efficiently.
Strategic communication involves working together and considering many areas and
circumstances that influence and that have an impact on the overall goals. Leaders must engage
and work together to create a vision to help the organization succeed. An employee resource
group is a tool that allows employees to embrace a vision and work together. This can give
employees hope for a better culture and a great future. This case study emphasizes how critical it
is to ensure a worldview for success and making sure everyone is heard and included, as stated in
Proverbs 15:22 (ESV), “Without counsel plans fail, but with many advisers, they succeed,”
ensuring a diverse perspective in strategic communication, will increase success.
In summary, working on this case study had a significant impact on my perspective
towards the employee resource groups, strategic communication, employee engagement, and
leadership as it expanded my knowledge and allowed me to learn about these areas. The case
study influenced how I approach communication strategies for aviation employees. For example,
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one must never assume there will be one communication method that will work for all
workgroups. Instead, there needs to be a broader perspective and a close look at each workgroup
to see what may work best. In addition, this case study has personally inspired me to continue to
research employee resource groups in aviation and other related topics in diversity, equity, and
inclusion.

134
References
Abrashi, G. (2018). Communication experiences in business organizations (business
organizations in Kosovo). Acta Universitatis Danubius: Communicatio, 12(2), 34–44.
https://doi.org/073c399b787c434b9cfc9301d4011215
Affleck, W., Glass, K., & Macdonald, M. E. (2013). The limitations of language: Male
participants, stoicism, and the qualitative research interview. American Journal of Men’s
Health, 7(2), 155–162. https://doi.org/10.1177/1557988312464038
Alshamari, S. (2017). Literature review on the relationship between organizational culture and
performance in Qatarâ€™s public sector organizations. Annals of Faculty of Economics,
University of Oradea, Faculty of Economics, 1(1), 725–729.
https://ideas.repec.org/a/ora/journl/v1y2017i1p725-729.html
Álvarez, O., Castillo, I., Molina-García, V., & Balagué, G. (2016). Transformational leadership
on the athletic field: An international review. Revista De Psicología Del Deporte, 25(2),
319–326. https://www.rpd-online.com/article/view/v25-n2-alvarez-castillo-molinaetal/Alvarez_Castillo_Molinaetal
Ames, H., Glenton, C., & Lewin, S. (2019). Purposive sampling in a qualitative evidence
synthesis: A worked example from a synthesis on parental perceptions of vaccination
communication. BMC Medical Research Methodology, 19(1), 26–29.
http://doi.org/10.1186/s12874-019-0665-4
Andersen, J. A. (2015). Barking up the wrong tree. On the fallacies of the transformational
leadership theory. Leadership & Organization Development Journal, 36(6), 765–777.
https://doi.org/10.1108/LODJ-12-2013-0168

135
Andersson, R. (2019). Employee communication responsibility: Its antecedents and implications
for strategic communication management. International Journal of Strategic
Communication, 13(1), 60–75. https://doi.org/10.1080/1553118X.2018.1547731
Antunes, D., Vaze, V., & Antunes, A. P. (2019). A robust pairing model for airline crew
scheduling. Transportation Science, 53(6), 1751–1771.
https://doi.org/10.1287/trsc.2019.0897
Arrowsmith, J., & Parker, J. (2013). The meaning of ‘employee engagement’ for the values and
roles of the HRM function. The International Journal of Human Resource Management:
Employee Engagement, 24(14), 2692–2712.
https://doi.org/10.1080/09585192.2013.763842
Asiamah, N., Mensah, H. K., & Oteng-Abayie, E. F. (2017). General, target, and accessible
population: Demystifying the concepts for effective sampling. Qualitative Report, 22(6),
1607–1621. https://doi.org/10.46743/2160-3715/2017.2674
Augustin, F., & Stumpf, S. (2018). Talent diversity pipeline. The Journal of Health
Administration Education, 35(3), 313–325.
http://ezproxy.liberty.edu/login?qurl=https%3A%2F%2Fsearch.proquest.com%2Fdocvie
w%2F2248548509%3Faccountid%3D12085
Aydarov, D., Kozlovskiy, V., Vakhnina, V., Fomina, T., & Ivanova, D. (2019). Strategic
planning of cars quality in operation. Transport and Telecommunication Journal, 20(1),
74–81. https://doi.org/10.2478/ttj-2019-0007
Aysola, J., Barg, F. K., Martinez, A. B., Kearney, M., Agesa, K., Carmona, C., & Higginbotham,
E. (2018). Perceptions of factors associated with inclusive work and learning

136
environments in health care organizations: A qualitative narrative analysis. JAMA
Network Open, 1(4), e181003. https://doi.org/10.1001/jamanetworkopen.2018.1003
Barrett, D., & Twycross, A. (2018). Data collection in qualitative research. Evidence Based
Nursing, 21(3), 63–64. https://doi.org/10.1136/eb-2018-102939
Bartlett, G., Johnson, E., & Reckers, P. (2014). Accountability and role effects in balanced
scorecard performance evaluations when strategy timeline is specified. European
Accounting Review, 23(1), 143–165. https://doi.org/10.1080/09638180.2013.809977
Bednarczuk, M. (2019). God in the workplace: Religiosity and job satisfaction among US public
servants. Journal of Public and Nonprofit Affairs, 5(3), 261–276.
https://doi.org/10.20899/jpna.5.3.261-276
Belotto, M. J. (2018). Data analysis methods for qualitative research: Managing the challenges of
coding, interrater reliability, and thematic analysis. Qualitative Report, 23(11), 2622–
2633. https://doi.org/10.46743/2160-3715/2018.3492
Benz, J. (2016, August 26). The future of HR communications. Workforce (Media Tech
Publishing, Inc.), 95(9), 18. https://www.workforce.com/news/the-future-of-hrcommunications
Bianchi, M., Di Benedetto, A., Franzò, S., & Frattini, F. (2017). Selecting early adopters to foster
the diffusion of innovations in industrial markets: Evidence from a multiple case study.
European Journal of Innovation Management, 20(4), 620–644.
https://doi.org/10.1108/EJIM-07-2016-0068
Birken, S. A., Powell, B. J., Presseau, J., Kirk, M. A., Lorencatto, F., Gould, N. J., Shea, C. M.,
Weiner, B. J., Francis, J. J., Yu, Y., Haines, E., & Damschroder, L. J. (2017). Combined
use of the consolidated framework for implementation research (CFIR) and the

137
theoretical domains framework (TDF): A systematic review. Implementation Science: IS,
12(1), 2. https://doi.org/10.1186/s13012-016-0534-z
Boyko, E. J. (2013). Observational research—opportunities and limitations. Journal of Diabetes
and its Complications, 27(6), 642–648. https://doi.org/10.1016/j.jdiacomp.2013.07.007
Brotherton, P. (2011, August). Employee resource groups still going strong: New study
concludes that employee resource groups are alive and well and serving important
business needs. Talent Development, 65(8), 25.
Brunsdon, C. (2016). Quantitative methods I: Reproducible research and quantitative geography.
Progress in Human Geography, 40(5), 687–696.
https://doi.org/10.1177/0309132515599625
Brunton, M., Kankaanranta, A., Louhiala-Salminen, L., & Jeffrey, L. (2019). Are strategic
communication management competencies and personal attributes global? A case study
of practice in Finland and New Zealand. International Journal of Business
Communication, 56(2), 151–172. https://doi.org/10.1177/2329488415608846
Burris, K., Ayman, R., Che, Y., & Min, H. (2013). Asian Americans’ and Caucasians’ implicit
leadership theories: Asian stereotypes, transformational, and authentic leadership. Asian
American Journal of Psychology, 4(4), 258–266. https://doi.org/10.1037/a0035229
Burtka, A. T. (2020, April 12). Building cooperatively: Building a more inclusive workplace
culture. Crain’s Detroit Business, 36(15), 10.
https://www.crainsdetroit.com/workforce/building-cooperatively-building-moreinclusive-workplace-culture
Busse, R. (2017). Value diversity and performance in small groups. Journal of Chinese Human
Resource Management, 8(2), 114–128. https://doi.org/10.1108/JCHRM-06-2017-0011

138
Butina, M., Campbell, S., & Miller, W. (2015). Conducting qualitative research introduction.
American Society for Clinical Laboratory Science, 28(3), 186–189.
https://doi.org/10.29074/ascls.28.3.186
Caldwell, C., & Peters, R. (2018). New employee onboarding – psychological contracts and
ethical perspectives. Journal of Management Development, 37(1), 27–39.
https://doi.org/10.1108/JMD-10-2016-0202
Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters, D., &
Walker, K. (2020). Purposive sampling: Complex or simple? Research case examples.
Journal of Research in Nursing, 25(8), 652–661.
https://doi.org/10.1177/1744987120927206
Carvalho-Freitas, M. N. D., & Stathi, S. (2017). Reducing workplace bias toward people with
disabilities with the use of imagined contact. Journal of Applied Social Psychology,
47(5), 256–266. https://doi.org/10.1111/jasp.12435
Chan, T. M. Y., Grock, A., Paddock, M., Kulasegaram, K., Yarris, L. M., & Lin, M. (2016).
Examining reliability and validity of an online score (ALiEM AIR) for rating free open
access medical education resources. Annals of Emergency Medicine, 68(6), 729–735.
https://doi.org/10.1016/j.annemergmed.2016.02.018
Chen, K., Chen, J. V., & Ross, W. H. (2010). Antecedents of online game dependency: The
implications of multimedia realism and uses and gratifications theory. Journal of
Database Management (JDM), 21(2), 69–99. https://doi.org/10.4018/jdm.2010040104
Chen, Y., Liu, D., Tang, G., & Hogan, T. M. (2020). Workplace events and employee creativity:
A multi study field investigation. Personnel Psychology.
https://doi.org/10.1111/peps.12399

139
Cho, M., Furey, L. D., & Mohr, T. (2017). Communicating corporate social responsibility on
social media: Strategies, stakeholders, and public engagement on corporate Facebook.
Business and Professional Communication Quarterly, 80(1), 52–69.
https://doi.org/10.1177/2329490616663708
Chukwudumebi, C. S., & Kifordu, A. A. (2018). The significance of fringe benefits on employee
morale and productivity. Romanian Economic Journal, 21(68), 78–92.
https://doi.org/article/d18967d64ba34b3b953472a6eaaa2ca1
Cooper-Thomas, H. D., Xu, J., & Saks, A. (2018). The differential value of resources in
predicting employee engagement. Journal of Managerial Psychology, 33(4–5), 326–344.
https://doi.org/10.1108/JMP-12-2017-0449
Creswell, J. W., & Poth, C. N. (2018). Qualitative inquiry and research design: Choosing among
five approaches. Sage.
Cypress, B. S. (2017). Rigor or reliability and validity in qualitative research: Perspectives,
strategies, reconceptualization, and recommendations. Dimensions of Critical Care
Nursing, 36(4), 253–263. https://doi.org/10.1097/DCC.0000000000000253
Cypress, B. S. (2019). Data analysis software in qualitative research: Preconceptions,
expectations, and adoption. Dimensions of Critical Care Nursing, 38(4), 213–220.
https://doi.org/10.1097/DCC.0000000000000363
Dearing, J. W. (2009). Applying diffusion of innovation theory to intervention development.
Research on Social Work Practice, 19(5), 503–518.
https://doi.org/10.1177/1049731509335569
Demerouti, E., Veldhuis, W., Coombes, C., & Hunter, R. (2019). Burnout among pilots:
Psychosocial factors related to happiness and performance at simulator training.

140
Ergonomics: Ergonomics and Human Factors in Aviation, 62(2), 233–245.
https://doi.org/10.1080/00140139.2018.1464667
Dingfelder, H. E., Dingfelder, H. E., Mandell, D. S., & Mandell, D. S. (2011). Bridging the
research-to-practice gap in autism intervention: An application of diffusion of innovation
theory. Journal of Autism and Developmental Disorders, 41(5), 597–609.
https://doi.org/10.1007/s10803-010-1081-0
Dixon-Woods, M., Kocman, D., Brewster, L., Willars, J., Laurie, G., & Tarrant, C. (2017). A
qualitative study of participants’ views on re-consent in a longitudinal biobank. BMC
Medical Ethics, 18(1), 22. https://doi.org/10.1186/s12910-017-0182-0
Dolnicar, S., & Leisch, F. (2017). Using segment level stability to select target segments in data driven market segmentation studies. Marketing Letters, 28(3), 423–436.
https://doi.org/10.1007/s11002-017-9423-8
Drinkwater, J., Stanley, N., Szilassy, E., Larkins, C., Hester, M., & Feder, G. (2017). Juggling
confidentiality and safety: A qualitative study of how general practice clinicians
document domestic violence in families with children. British Journal of General
Practice, 67(659), e437–e444. https://doi.org/10.3399/bjgp17x689353
Duthler, G., & Dhanesh, G. S. (2018). The role of corporate social responsibility (CSR) and
internal CSR communication in predicting employee engagement: Perspectives from the
United Arab Emirates (UAE). Public Relations Review, 44(4), 453–462.
https://doi.org/10.1016/j.pubrev.2018.04.001
Dutton, K. (2018). Increasing diversity, awareness, and inclusion in corporate culture:
Investigating communities of practice and resource groups among employees.

141
Development and Learning in Organizations: An International Journal, 32(6), 19–21.
https://doi.org/10.1108/DLO-11-2018-132
Eldor, L., & Vigoda-Gadot, E. (2017). The nature of employee engagement: Rethinking the
employee-organization relationship. The International Journal of Human Resource
Management, 28(3), 526–552. https://doi.org/10.1080/09585192.2016.1180312
Elliott, D., Husbands, S., Hamdy, F. C., Holmberg, L., & Donovan, J. L. (2017). Understanding
and improving recruitment to randomised controlled trials: Qualitative research
approaches. European Urology, 72(5), 789–798.
https://doi.org/10.1016/j.eururo.2017.04.036
Ellis, K. M., Ellis, K. M., Keys, P. Y., & Keys, P. Y. (2015). Workforce diversity and
shareholder value: A multi-level perspective. Review of Quantitative Finance and
Accounting, 44(2), 191–212. https://doi.org/10.1007/s11156-013-0403-7
Eltaybani, S., Abdelwareth, M., Abou‐Zeid, N. A., & Ahmed, N. (2020). Recommendations to
prevent nursing errors: Content analysis of semi‐structured interviews with intensive care
unit nurses in a developing country. Journal of Nursing Management, 28(3), 690–698.
https://doi.org/10.1111/jonm.12985
Employee resource groups offer built‐in volunteer teams. (2016). Corporate Philanthropy
Report, 31(8), 1–12. https://doi.org/10.1002/cprt.30097
ERGs (Employee Resource Groups) Benefit Employee Wellbeing. (2019). Human Resource
Management International Digest, 27(1), 45–46. https://doi.org/10.1108/HRMID-022019-0028
Errasti‐Ibarrondo, B., Jordán, J. A., Díez‐Del‐Corral, M. P., & Arantzamendi, M. (2018).
Conducting phenomenological research: Rationalizing the methods and rigour of the

142
phenomenology of practice. Journal of Advanced Nursing, 74(7), 1723–1734.
https://doi.org/10.1111/jan.1356
Fahmi, A., Ulengin, K. B., & Kahraman, C. (2017). Analysis of brand image effect on
advertising awareness using a neuro-fuzzy and A neural network prediction models.
International Journal of Computational Intelligence Systems, 10(1), 690.
https://doi.org/10.2991/ijcis.2017.10.1.46
Fairlie, P. (2011). Meaningful work, employee engagement, and other key employee outcomes:
Implications for human resource development. Advances in Developing Human
Resources, 13(4), 508–525. https://doi.org/10.1177/1523422311431679
Falkheimer, J., Heide, M., Nothhaft, H., von Platen, S., Simonsson, C., & Andersson, R. (2017).
Is strategic communication too important to be left to communication professionals?.
Managers’ and coworkers’ attitudes towards strategic communication and
communication professionals. Public Relations Review, 43(1), 91–101.
https://doi.org/10.1016/j.pubrev.2016.10.011
Farmer, S. K., & Nimon, K. (2011). Workplace prayer rooms. Annals of Psychotherapy &
Integrative Health, 14(3), 74.
Farquhar, J., Michels, N., & Robson, J. (2020). Triangulation in industrial qualitative case study
research: Widening the scope. Industrial Marketing Management, 87, 160–170.
https://doi.org/10.1016/j.indmarman.2020.02.001
Farrugia, B. (2019). WASP (write a scientific paper): Sampling in qualitative research. Early
Human Development, 133, 69–71. https://doi.org/10.1016/j.earlhumdev.2019.03.016

143
Fermín-González, M. (2019). Research on virtual education, inclusion, and diversity: A
systematic review of scientific publications. International Review of Research in Open
and Distributed Learning, 20(5), 146–167. https://doi.org/10.19173/irrodl.v20i5.4349
Fernau, S., Schleidgen, S., Schickhardt, C., O[sz]a, A., & Winkler, E. C. (2018). Role and
responsibility of physicians and researchers in the context of systems medicine: Findings
of a qualitative interview study/Zur rolle und verantwortung von arzten und forschern in
systemmedizinischen kontexten: Ergebnisse einer qualitativen interviewstudie. Ethik in
Der Medizin, 30(4), 307–324. https://doi.org/10.1007/s00481-018-0494-8
Fiske, S. T., & Dupree, C. (2014). Gaining trust as well as respect in communicating to
motivated audiences about science topics. Proceedings of the National Academy of
Sciences - PNAS, 111(Supplement 4), 13593–13597.
https://doi.org/10.1073/pnas.1317505111
Fjeld, J. (2018). How to test your assumptions. MIT Sloan Management Review, 59(2), 89–90.
https://sloanreview.mit.edu/article/how-to-test-your-assumptions/
Floreddu, P. B., & Cabiddu, F. (2016). Social media communication strategies. The Journal of
Services Marketing, 30(5), 490–503. https://doi.org/10.1108/jsm-01-2015-0036
Florenthal, B. (2015). Applying uses and gratifications theory to students’ LinkedIn usage.
Young Consumers, 16(1), 17–35. https://doi.org/10.1108/YC-12-2013-00416
Flory, J., Leibbrandt, A., Rott, C., & Stoddard, O. (2019, August 6). Increasing workplace
diversity: Evidence from a recruiting experiment at a Fortune 500 company. The Journal
of Human Resources. (Published ahead of print). https://doi.org/10.3368/jhr.56.1.05189489R1

144
Franceschinis, C., Thiene, M., Scarpa, R., Rose, J., Moretto, M., & Cavalli, R. (2017). Adoption
of renewable heating systems: An empirical test of the diffusion of innovation theory.
Energy, 125, 313–326. https://doi.org/10.1016/j.energy.2017.02.060
Frauenheim, E. (2016). ‘Community’ outreach: Research into more than half a million employee
responses to great place to work’s global survey finds that camaraderie is central to what
makes the world's best workplaces so great. Workforce (Media Tech Publishing, Inc.),
95(1), 32.
Fredriksson, M., & Pallas, J. (2016). Diverging principles for strategic communication in
government agencies. International Journal of Strategic Communication, 10(3), 153–
164. https://doi.org/10.1080/1553118x.2016.1176571
Fusch, P., Fusch, G. E., & Ness, L. R. (2018). Denzin’s paradigm shift: Revisiting triangulation
in qualitative research. Journal of Social Change, 10(1).
https://doi.org/10.5590/JOSC.2018.10.1.02
Gill, A. Q. (2015). Social architecture considerations in assessing social media for emergency
information management applications. Australian Journal of Emergency Management,
30, 17–21. http://hdl.handle.net/10453/122518
Gill, P., & Baillie, J. (2018). Interviews and focus groups in qualitative research: An update for
the digital age. British Dental Journal, 225(7), 668–672.
https://doi.org/10.1038/sj.bdj.2018.815
Giordan, D., Wrzesniak, A., & Allasia, P. (2019). The importance of a dedicated monitoring
solution and communication strategy for an effective management of complex active
landslides in urbanized areas. Sustainability, 11(4), 946.
https://doi.org/10.3390/su11040946

145
Glassman, A. M., & Glassman, M. (2017). The use of affinity groups by Fortune 100 firms.
Journal of Business Diversity, 17(2), 104–114. http://www.nabusinesspress.com/JBD/GlassmanAM_Web17_2_.pdf
Goldberg, S. R., Kessler, L. L., & Govern, M. (2019, December). Fostering diversity and
inclusion in the accounting workplace. The CPA Journal, 89(12), 50–57.
https://www.cpajournal.com/2019/12/25/fostering-diversity-and-inclusion-in-theaccounting-workplace/
Green, W. M. (2018). Employee resource groups as learning communities. Equality, Diversity
and Inclusion: An International Journal, 37(7), 634–648. https://doi.org/10.1108/EDI-112016-0085
Grissom, A. R. (2018). Workplace diversity and inclusion (The Alert Collector). Reference and
User Services Quarterly, 57(4), 242–247.
Gupta, M. (2017). Corporate social responsibility, Employee–Company identification, and
organizational commitment: Mediation by employee engagement. Current Psychology,
36(1), 101–109. https://doi.org/10.1007/s12144-015-9389-8
Gyurák Babeľová, Z., Stareček, A., Koltnerová, K., & Cagáňová, D. (2020). Perceived
organizational performance in recruiting and retaining employees with respect to
different generational groups of employees and sustainable human resource management.
Sustainability, 12(2), 574. https://doi.org/10.3390/su12020574
Hambler, A. (2016). Managing workplace religious expression within the legal constraints.
Employee Relations, 38(3), 406–419. https://doi.org/10.1108/ER-03-2015-0054
Han, J. H., Liao, H., Taylor, M. S., & Kim, S. (2018). Effects of high‐performance work sy stems
on transformational leadership and team performance: Investigating the moderating roles

146
of organizational orientations. Human Resource Management, 57(5), 1065–1082.
https://doi.org/10.1002/hrm.21886
Hanaysha, J. (2016). Improving employee productivity through work engagement: Evidence
from higher education sector. Management Science Letters, 6(1), 61–70.
https://doi.org/10.5267/j.msl.2015.11.006
Harper, D., & Thompson, A. R. (Eds.). (2012). Qualitative research methods in mental health
and Psychotherapy: A guide for students and practitioners. John Wiley & Sons.
https://doi.org/10.1002/9781119973249
Harrison, H., Birks, M., Franklin, R., & Mills, J. (2017). Case study research: Foundations and
methodological orientations. Forum, Qualitative Social Research, 18(1).
https://doi.org/10.17169/fqs-18.1.2655
Hayashi, P., Abib, G., & Hoppen, N. (2019). Validity in qualitative research: A processual
approach. Qualitative Report, 24(1), 98–112. https://doi.org/10.46743/21603715/2019.3443
Heath, J., Williamson, H., Williams, L., & Harcourt, D. (2018). “It's just more personal”: Using
multiple methods of qualitative data collection to facilitate participation in research
focusing on sensitive subjects. Applied Nursing Research, 43, 30–35.
https://doi.org/10.1016/j.apnr.2018.06.015
Hedman, E., & Valo, M. (2015). Communication challenges facing management teams.
Leadership & Organization Development Journal, 36(8), 1012–1024.
https://doi.org/10.1108/LODJ-04-2014-0074
Heide, M., von Platen, S., Simonsson, C., & Falkheimer, J. (2018). Expanding the scope of
strategic communication: Towards a holistic understanding of organizational complexity.

147
International Journal of Strategic Communication, 12(4), 452–468.
https://doi.org/10.1080/1553118X.2018.1456434
Henderson, D., Woodcock, H., Mehta, J., Khan, N., Shivji, V., Richardson, C., Aya, H., Ziser,
S., Pollara, G., & Burns, A. (2020). Keep calm and carry on learning: Using microsoft
teams to deliver a medical education programme during the COVID-19 pandemic. Future
Healthcare Journal, 7(3), fhj.2020–0071-e70. https://doi.org/10.7861/fhj.2020-0071
Hewitt, J. (2007). Ethical components of researcher-Researched relationships in qualitative
interviewing. Qualitative Health Research, 17(8), 1149–1159.
https://doi.org/10.1177/1049732307308305
Hoert, J., Herd, A. M., & Hambrick, M. (2018). The role of leadership support for health
promotion in employee wellness program participation, perceived job stress, and health
behaviors. American Journal of Health Promotion, 32(4), 1054–1061.
https://doi.org/10.1177/0890117116677798
Holmes, O., Jiang, K., Avery, D. R., McKay, P. F., Oh, I., & Tillman, C. J. (2020). A meta analysis integrating 25 years of diversity climate research. Journal of Management.
(Published online June 29.) https://doi.org/10.1177/0149206320934547
Honn, K. A., Satterfield, B. C., McCauley, P., Caldwell, J. L., & Van Dongen, H. P. A. (2016).
Fatiguing effect of multiple take-offs and landings in regional airline operations. Accident
Analysis and Prevention, 86, 199–208. https://doi.org/10.1016/j.aap.2015.10.005
Horowitz, C. R., Orlando, L. A., Slavotinek, A. M., Peterson, J., Angelo, F., Biesecker, B.,
Bonham, V. L., Cameron, L. D., Fullerton, S. M., Gelb, B. D., Goddard, K. A. B., Hailu,
B., Hart, R., Hindorff, L. A., Jarvik, G. P., Kaufman, D., Kenny, E. E., Knight, S. J.,
Koenig, B. A., … Sanderson, S. C. (2019). The genomic medicine integrative research

148
framework: A conceptual framework for conducting genomic medicine research. The
American Journal of Human Genetics, 104(6), 1088–1096.
https://doi.org/10.1016/j.ajhg.2019.04.006
Hossain, M., Kim, M., & Jahan, N. (2019). Can “liking” behavior lead to usage intention on
Facebook?. Uses and gratification theory perspective. Sustainability, 11(4), 1166.
https://doi.org/10.3390/su11041166
House, J. (2018). Authentic vs elicited data and qualitative vs quantitative research methods in
pragmatics: Overcoming two non-fruitful dichotomies. System, 75, 4–12.
https://doi.org/10.1016/j.system.2018.03.014
Huan-Niemi, E., Rikkonen, P., Niemi, J., Wuori, O., & Niemi, J. (2016). Combining quantitative
and qualitative research methods to foresee the changes in the Finnish agri-food sector.
Futures, 83, 88–99. https://doi.org/10.1016/j.futures.2016.03.007
Hunitie, M. (2018). Impact of strategic leadership on strategic competitive advantage through
strategic thinking and strategic planning: A bi-meditational research. Verslas: Teorija Ir
Praktika, 19(1), 322–330. https://doi.org/10.3846/btp.2018.32
Hurd, K., & Plaut, V. C. (2018). Diversity entitlement: Does diversity-benefits ideology
undermine inclusion? Northwestern University Law Review, 112(6), 1605–1635.
https://heinonline.org/HOL/LandingPage?handle=hein.journals/illlr112&div=54&id=&p
age=

149
Ifinedo, P. (2016). Applying uses and gratifications theory and social influence processes to
understand students’ pervasive adoption of social networking sites: Perspectives from the
Americas. International Journal of Information Management, 36(2), 192–206.
https://doi.org/10.1016/j.ijinfomgt.2015.11.007
Ison, D. C., Herron, R., & Weiland, L. (2016). Two decades of progress for minorities in
aviation. Journal of Aviation Technology and Engineering, 6(1), 4.
https://doi.org/10.7771/2159-6670.1141
Jano, R., Satardien, M., & Mahembe, B. (2019). The relationship between perceived
organisational support, organisational commitment and turnover intention among
employees in a selected organisation in the aviation industry. SA Journal of Human
Resource Management, 17(1), 1–8. https://doi.org/10.4102/sajhrm.v17i0.1123
Jaremczuk, K., & Mazurkiewicz, A. (2014). Employee talent in development of organization.
Journal of Positive Management, 5(1), 31–42. https://doi.org/10.12775/JPM.2014.004
Jentoft, N., & Olsen, T. S. (2019). Against the flow in data collection: How data triangulation
combined with a ‘slow’ interview technique enriches data. Qualitative Social Work:
QSW: Research and Practice, 18(2), 179–193.
https://doi.org/10.1177/1473325017712581
Kallio, H., Pietilä, A., Johnson, M., & Kangasniemi, M. (2016). Systematic methodological
review: Developing a framework for a qualitative semi-structured interview guide.
Journal of Advanced Nursing, 72(12), 2954–2965. https://doi.org/10.1111/jan.13031
Kamon, A. (2016). Innovative communications strategies to engage employees at every stage.
Employment Relations Today, 43(1), 23–31. https://doi.org/10.1002/ert.21547

150
Kang, M., & Sung, M. (2017). How symmetrical employee communication leads to emplo yee
engagement and positive employee communication behaviors. Journal of Communication
Management, 21(1), 82–102. https://doi.org/10.1108/JCOM-04-2016-0026
Karam, A. A. (2019). The impact of training and development on different cultural employees
performance through interaction employees motivation in Erbil public and private banks.
Mediterranean Journal of Social Sciences, 10(1), 193–206. https://doi.org/10.2478/mjss2019-0017
Katzman, K., Spielvogle, H., Gersh, E., McCarty, C., Edwards, T., & Richardson, L. P. (2018).
Beyond confidentiality: A qualitative study of parent preferences for partnering with their
adolescent's primary care provider. Journal of Adolescent Health, 62(2), S93.
https://doi.org/10.1016/j.jadohealth.2017.11.188
Kelly, K. (2017). A different type of lighting research – A qualitative methodology. Lighting
Research & Technology, 49(8), 933–942. https://doi.org/10.1177/1477153516659901
Khemlani, A. (2016). ABC’s of ERGs. Njbiz, 29(30), 29.
Kilburn, F., Hill, L., Porter, M. D., & Pell, C. (2019). Inclusive recruitment and admissions
strategies increase diversity in CRNA educational programs. AANA Journal, 87(5), 379–
389. https://nurseanesthesiology.aana.com/wp-content/uploads/2020/03/Kilburn-R.pdf
Kim, H. (2018). What constitutes professional communication in aviation: Is language
proficiency enough for testing purposes? Language Testing, 35(3), 403–426.
https://doi.org/10.1177/0265532218758127
Kim, J., & Ausar, K. (2018). The impact of using a virtual employee engagement platform
(VEEP) on employee engagement and intention to stay. International Journal of

151
Contemporary Hospitality Management, 30(1), 242–259. https://doi.org/10.1108/IJCHM09-2016-0516
Kim, Y. (2014). Strategic communication of corporate social responsibility (CSR): Effects of
stated motives and corporate reputation on stakeholder responses. Public Relations
Review, 40(5), 838–840. https://doi.org/10.1016/j.pubrev.2014.07.005
Kingo, A. G. (2020). Mixing it up: Companies are reaping big benefits with a more inclusive and
intersectional approach to employee--resource groups. Working Mother, 42(5), 36.
Koch, C., Bekmeier-Feuerhahn, S., Bögel, P. M., & Adam, U. (2019). Employees’ perceived
benefits from participating in CSR activities and implications for increasing employees
engagement in CSR. Corporate Communications, 24(2), 303–317.
https://doi.org/10.1108/ccij-12-2017-0123
Köhler, T., Smith, A., & Bhakoo, V. (2019). Feature topic for ORM: “Templates in qualitative
research methods”. Organizational Research Methods, 22(1), 3–5.
https://doi.org/10.1177/1094428118805165
Korhan, O., Korhan, O., Ersoy, M., & Ersoy, M. (2016). Usability and functionality factors of
the social network site application users from the perspective of uses and gratification
theory. Quality & Quantity, 50(4), 1799–1816. https://doi.org/10.1007/s11135-015-02367
Kotamena, F., Senjaya, P., Putri, R. S., & Andika, C. B. (2020). Competence or communication:
From HR professionals to employee performance via employee satisfaction. Jurnal
Manajemen Dan Kewirausahaan, 22(1), 33–44. https://doi.org/10.9744/jmk.22.1.33-44

152
Ku, Y. C., Chu, T. H., & Tseng, C. H. (2013). Gratifications for using CMC technologies: A
comparison among SNS, IM, and e-mail. Computers in Human Behavior, 29(1), 226–
234. https://doi.org/10.1016/j.chb.2012.08.009
Kujur, F., & Singh, S. (2020). Visual communication and consumer-brand relationship on social
networking sites - uses & gratifications theory perspective. Journal of Theoretical and
Applied Electronic Commerce Research, 15(1), 30–47. https://doi.org/10.4067/S071818762020000100104
Kumar, V., & Pansari, A. (2015). Measuring the benefits of employee engagement. MIT Sloan
Management Review, 56(4), 67. https://newsletters.isb.edu/FamilyBusinessNewsletter/File/Article_Summary_4_Mar_2017.pdf
Kwan, P. (2020). Is transformational leadership theory passé? Revisiting the integrative effect of
instructional leadership and transformational leadership on student outcomes.
Educational Administration Quarterly, 56(2), 321–349.
https://doi.org/10.1177/0013161X19861137
Lee, H. W., Pak, J., Kim, S., & Li, L. (2019). Effects of human resource management systems on
employee proactivity and group innovation. Journal of Management, 45(2), 819–846.
https://doi.org/10.1177/0149206316680029
Lee, K., Jung, H., & Song, M. (2016). Subject–method topic network analysis in communication
studies. Scientometrics, 109(3), 1761–1787. https://doi.org/10.1007/s11192-016-2135-7
Lemon, L. L. (2019). The employee experience: How employees make meaning of employee
engagement. Journal of Public Relations Research, 31(5-6), 176–199.
https://doi.org/10.1080/1062726X.2019.1704288

153
Li, S. S., & Huang, W. (2016). Lifestyles, innovation attributes, and teachers' adoption of gamebased learning: Comparing non-adopters with early adopters, adopters and likely adopters
in Taiwan. Computers & Education, 96, 29–41.
https://doi.org/10.1016/j.compedu.2016.02.009
Lien, A. S., & Jiang, Y. (2017). Integration of diffusion of innovation theory into diabetes care.
Journal of Diabetes Investigation, 8(3), 259–260. https://doi.org/10.1111/jdi.12568
Lim, Y. J. (2015). Theorizing strategic communication in parsimony from the U.S. government
perspective. Kome, 3(1), 1–15. https://doi.org/10.17646/KOME.2015.11
Ling, J., Payne, S., Connaire, K., & McCarron, M. (2016). Parental decision‐making on
utilization of out‐of‐home respite in children's palliative care: Findings of qualitative case
study research ‐ a proposed new model. Child: Care, Health and Development, 42(1),
51–59. https://doi.org/10.1111/cch.12300
Liu, X., Min, Q., & Han, S. (2020). Understanding users’ continuous content contribution
behaviours on microblogs: An integrated perspective of uses and gratification theory and
social influence theory. Behaviour & Information Technology, 39(5), 525–543.
https://doi.org/10.1080/0144929X.2019.1603326
Lowry, G. (2016). Employee engagement: Communicating clear expectations. Seminars in
Orthodontics, 22(2), 103–106. https://doi.org/10.1053/j.sodo.2016.04.010
Luca, Q., & Alessandra, M. (2018). Managerial strategies to promote employee brand consistent
behavior. EuroMed Journal of Business, 13(2), 185–200. https://doi.org/10.1108/EMJB02-2017-0008

154
Lundy, D. W. (2019). A day at the office: Dynamic employee engagement can reduce your
private practice's overhead expenses. Clinical Orthopaedics and Related Research,
477(2), 290–292. https://doi.org/10.1097/CORR.0000000000000605
Macnamara, J. (2018). A review of new evaluation models for strategic communication:
Progress and gaps. International Journal of Strategic Communication, 12(2), 180–195.
https://doi.org/10.1080/1553118X.2018.1428978
Macnamara, J., & Gregory, A. (2018). Expanding evaluation to progress strategic
communication: Beyond message tracking to open listening. International Journal of
Strategic Communication, 12(4), 469–486.
https://doi.org/10.1080/1553118x.2018.1450255
Maher, C., Hadfield, M., Hutchings, M., & de Eyto, A. (2018). Ensuring rigor in qualitative data
analysis: A design research approach to coding combining NVivo with traditional
material methods. International Journal of Qualitative Methods, 17(1),
160940691878636. https://doi.org/10.1177/1609406918786362
Major, G., Terraschke, A., Major, E., & Setijadi, C. (2014). Working it out: Migrants’
perspectives of social inclusion in the workplace. Australian Review of Applied
Linguistics, 37(3), 249–261. https:// doi.org/10.1075/aral.37.3.04maj
Marimon, M. O., Santiago, K. M., Caban-Martinez, A. J., Schaefer Solle, N., Fonseca, M., &
Dietz, N. (2020). Diversity and inclusion leaders in US fire departments impact the type
and number of diversity and inclusion programs offered. Journal of Occupational and
Environmental Medicine, 62(1), e13–e16.
https://doi.org/10.1097/JOM.0000000000001780

155
Martin-Nagle, R. (2017, October 1). Diversity in aviation: Between takeoff and landing.
American Bar Association with Permission from the Air and Space Lawyer, 30(3), 3–4.
https://www.americanbar.org/groups/gpsolo/publications/gpsolo_ereport/2017/october_2
017/diversity_aviation_between_takeoff_landing/
Marynissen, H., & Lauder, M. (2020). Stakeholder-focused communication strategy during
crisis: A case study based on the Brussels terror attacks. International Journal of
Business Communication, 57(2), 176–193. https://doi.org/10.1177/2329488419882736
Mazzei, A., Butera, A., & Quaratino, L. (2019). Employee communication for engaging
workplaces. Journal of Business Strategy, 40(6), 23–32. https://doi.org/10.1108/JBS-032019-0053
McNulty, Y., McPhail, R., Inversi, C., Dundon, T., & Nechanska, E. (2018). Employee voice
mechanisms for lesbian, gay, bisexual and transgender expatriation: The role of
employee-resource groups (ERGs) and allies. The International Journal of Human
Resource Management, 29(5), 829–856. https://doi.org/10.1080/09585192.2017.1376221
Meade, N., & Islam, T. (2006). Modelling and forecasting the diffusion of innovation – A 25year review. International Journal of Forecasting, 22(3), 519–545.
https://doi.org/10.1016/j.ijforecast.2006.01.005
Milhem, M., Muda, H., & Ahmed, K. (2019). The effect of perceived transformational leadership
style on employee engagement: The mediating effect of leader’s emotional intelligence.
Foundations of Management, 11(1), 33–42. https://doi.org/10.2478/fman-2019-0003
Mirvis, P., & Googins, B. (2018). Engaging employees as social innovators. California
Management Review, 60(4), 25–50. https://doi.org/10.1177/0008125618779062

156
Mishra, K., Boynton, L., & Mishra, A. (2014). Driving employee engagement: The expanded
role of internal communications. International Journal of Business Communication,
51(2), 183–202. https://doi.org/10.1177/2329488414525399
Moradi Korejan, M., & Shahbazi, H. (2016). An analysis of the transformational leadership
theory. Journal of Fundamental and Applied Sciences, 8(3), 452.
https://doi.org/10.4314/jfas.v8i3s.192
Morgan, J. D. (2019). Harnessing the diversity of ideas for competitive advantage. Insight, 22(3),
21–25. https://doi.org/10.1002/inst.12255O
Moser, A., & Korstjens, I. (2018). Series: Practical guidance to qualitative research. Part 3:
Sampling, data collection and analysis. The European Journal of General Practice,
24(1), 9–18. https://doi.org/10.1080/13814788.2017.1375091
Murphy, W. (2018). Distinguishing diversity from inclusion in the workplace: Legal necessity or
common sense conclusion? Journal of Business Diversity, 18(4), 65–83.
https://doi.org/10.33423/jbd.v18i4.247
Mutyala, P. (2019). Participatory communication for improving employee engagement in
knowledge based industries. Journal of Strategic Human Resource Management, 8(2),
37. https://search.proquest.com/openview/1d7ff3863ba4ecd3ddf3d18c042fb6a2/1?pqorigsite=gscholar&cbl=2030931
Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Känsälä, M., Saari, E., & Isaksson, K. (2017).
Workplace resources to improve both employee well-being and performance: A
systematic review and meta-analysis. Work and Stress, 31(2), 101–120.
https://doi.org/10.1080/02678373.2017.1304463

157
Nothhaft, H., Werder, K. P., Verčič, D., & Zerfass, A. (2018). Strategic communication:
Reflections on an elusive concept. International Journal of Strategic Communication,
12(4), 352–366. https://doi.org/10.1080/1553118X.2018.1492412
Ohunakin, F., Adeniji, A., Ogunnaike, O. O., Igbadume, F., & Akintayo, D. I. (2019). Тhe
effects of diversity management and inclusion on organisational outcomes: A case of
multinational corporation. Business: Theory and Practice, 20, 93–102.
https://doi.org/10.3846/btp.2019.09
Olsson, A., Skovdahl, K., & Engström, M. (2016). Using diffusion of innovation theory to
describe perceptions of a passive positioning alarm among persons with mild dementia: A
repeated interview study. BMC Geriatrics, 16(3). https://doi.org/10.1186/s12877-0160183-8
Onyeneke, G. B., & Abe, T. (2021). The effect of change leadership on employee attitudinal
support for planned organizational change. Journal of Organizational Change
Management, 34(2), 403–415. https://doi.org/10.1108/JOCM-08-2020-0244
Opengart, R., & Germain, M. (2018). Diversity intelligence as a source of strength in human
resource development: Increasing the presence of women pilots. Advances in Developing
Human Resources, 20(3), 331–344. https://doi.org/10.1177/1523422318778013
Osborne, S., & Hammoud, M. S. (2017). Effective employee engagement in the workplace.
International Journal of Applied Management and Technology, 16(1), 50–67.
https://doi.org/10.5590/IJAMT.2017.16.1.04
Östlund, U., Kidd, L., Wengström, Y., & Rowa-Dewar, N. (2011). Combining qualitative and
quantitative research within mixed method research designs: A methodological review.

158
International Journal of Nursing Studies, 48(3), 369–383.
https://doi.org/10.1016/j.ijnurstu.2010.10.005
Ozturk, M. B., & Tatli, A. (2016). Gender identity inclusion in the workplace: Broadening
diversity management research and practice through the case of transgender employees in
the UK. International Journal of Human Resource Management, 27(8), 781–802.
https://doi.org/10.1080/09585192.2015.1042902
Paddock, K., Brown Wilson, C., Walshe, C., & Todd, C. (2019). Care home life and identity: A
qualitative case study. The Gerontologist, 59(4), 655–664.
https://doi.org/10.1093/geront/gny090
Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K. (2015).
Purposeful sampling for qualitative data collection and analysis in mixed method
implementation research. Administration and Policy in Mental Health and Mental Health
Services Research, 42(5), 533–544. https://doi.org/10.1007/s10488-013-0528-y
Parameswaran, U. D., Ozawa-Kirk, J. L., & Latendresse, G. (2020). To live (code) or to not: A
new method for coding in qualitative research. Qualitative Social Work: QSW: Research
and Practice, 19(4), 147332501984039-644. https://doi.org/10.1177/1473325019840394
Perryman, A. A., Fernando, G. D., & Tripathy, A. (2016). Do gender differences persist? An
examination of gender diversity on firm performance, risk, and executive compensation.
Journal of Business Research, 69(2), 579–586.
https://doi.org/10.1016/j.jbusres.2015.05.013
Pons, C., Borotikar, B., Garetier, M., Burdin, V., Ben Salem, D., Lempereur, M., & Brochard, S.
(2018). Quantifying skeletal muscle volume and shape in humans using MRI: A

159
systematic review of validity and reliability. PloS One, 13(11), e0207847-e0207847.
https://doi.org/10.1371/journal.pone.0207847
Price, M. S., & Weiss, M. R. (2013). Relationships among coach leadership, peer leadership, and
adolescent athletes' psychosocial and team outcomes: A test of transformational
leadership theory. Journal of Applied Sport Psychology, 25(2), 265–279.
https://doi.org/10.1080/10413200.2012.725703
Rad, M. S., Shackleford, C., Lee, K. A., Jassin, K., & Ginges, J. (2019). Folk theories of gender
and anti-transgender attitudes: Gender differences and policy preferences. PloS One,
14(12), e0226967. https://doi.org/10.1371/journal.pone.0226967
Råheim, M., Magnussen, L. H., Sekse, R. J. T., Lunde, Å., Jacobsen, T., & Blystad, A. (2016).
Researcher–researched relationship in qualitative research: Shifts in positions and
researcher vulnerability. International Journal of Qualitative Studies on Health and Wellbeing, 11(1), 30996. https://doi.org/10.3402/qhw.v11.30996
Ramawela, S., & Chukwuere, J. E. (2020). Cultural influence on the adoption of social media
platforms by employees. Knowledge Management & e-Learning, 12(3), 344–358.
https://doi.org/10.34105/j.kmel.2020.12.018
Ramsey, J. R., Rutti, R. M., Lorenz, M. P., Barakat, L. L., & Sant’anna, A. S. (2017).
Developing global transformational leaders. Journal of World Business, 52(4), 461–473.
https://doi.org/10.1016/j.jwb.2016.06.002
Raskind, I. G., Shelton, R. C., Comeau, D. L., Cooper, H. L. F., Griffith, D. M., & Kegler, M. C.
(2019). A review of qualitative data analysis practices in health education and health
behavior research. Health Education & Behavior, 46(1), 32–39.
https://doi.org/10.1177/1090198118795019

160
Reissner, S., & Pagan, V. (2013). Generating employee engagement in a public-private
partnership: Management communication activities and employee experiences. The
International Journal of Human Resource Management: Employee Engagement, 24(14),
2741–2759. https://doi.org/10.1080/09585192.2013.765497
Ridder, H. (2017). The theory contribution of case study research designs. Business Research,
10(2), 281–305. https://doi.org/10.1007/s40685-017-0045-z
Richter, A., von Thiele Schwarz, U., Lornudd, C., Lundmark, R., Mosson, R., & Hasson, H.
(2015). iLead-a transformational leadership intervention to train healthcare managers’
implementation leadership. Implementation Science, 11(1), 108.
https://doi.org/10.1186/s13012-016-0475-6
Roberson, Q. M. (2006). Disentangling the meanings of diversity and inclusion in organizations.
Group & Organization Management, 31(2), 212–236.
https://doi.org/10.1177/1059601104273064
Rose, J., & Johnson, C. W. (2020). Contextualizing reliability and validity in qualitative
research: Toward more rigorous and trustworthy qualitative social science in leisure
research. Journal of Leisure Research, 51(4), 432–451.
https://doi.org/10.1080/00222216.2020.1722042
Rožman, M., Treven, S., & Čančer, V. (2017). Motivation and satisfaction of employees in the
workplace. Business Systems Research Journal, 8(2), 14–25. https://doi.org/10.1515/bsrj2017-0013
Ruck, K., Welch, M., & Menara, B. (2017). Employee voice: An antecedent to organisational
engagement? Public Relations Review, 43(5), 904–914.
https://doi.org/10.1016/j.pubrev.2017.04.008

161
Rutsaert, P., Pieniak, Z., Regan, Á., McConnon, Á., Kuttschreuter, M., Lores, M., Lozano, N.,
Guzzon, A., Santare, D., & Verbeke, W. (2014). Social media as a useful tool in food risk
and benefit communication? A strategic orientation approach. Food Policy, 46, 84–93.
https://doi.org/10.1016/j.foodpol.2014.02.003
Saeed, B. B., Afsar, B., Hafeez, S., Khan, I., Tahir, M., & Afridi, M. A. (2019). Promoting
employee’s proenvironmental behavior through green human resource management
practices. Corporate Social Responsibility and Environmental Management, 26(2), 424–
438. https://doi.org/10.1002/csr.1694
Schimanski, I. D., & Treharne, G. J. (2019). “Extra marginalisation within the community”:
Queer individuals' perspectives on suicidality, discrimination and gay pride events.
Psychology & Sexuality, 10(1), 31–44. https://doi.org/10.1080/19419899.2018.1524394
Sechelski, A. N., & Onwuegbuzie, A. J. (2019). A call for enhancing saturation at the qualitative
data analysis stage via the use of multiple qualitative data analysis approaches.
Qualitative Report, 24(4), 795–821. https://doi.org/10.46743/2160-3715/2019.3554
Shaik, F. F., & Makhecha, U. P. (2019). Drivers of employee engagement in global virtual
teams. Australasian Journal of Information Systems, 23, 1–45.
https://doi.org/10.3127/ajis.v23i0.1770
Sherman, M. D., Ricco, J., Nelson, S. C., Nezhad, S. J., & Prasad, S. (2019). Implicit bias
training in a residency program: Aiming for enduring effects. Family Medicine, 51(8),
677–681. https://doi.org/10.22454/FamMed.2019.947255
Shin, J., Park, M., & Ingram, R. (2012). Market orientation and communication methods in
international strategic alliances. Journal of Business Research, 65(11), 1606–1611.
https://doi.org/10.1016/j.jbusres.2011.02.046

162
Siangchokyoo, N., Klinger, R. L., & Campion, E. D. (2020). Follower transformation as the
linchpin of transformational leadership theory: A systematic review and future research
agenda. The Leadership Quarterly, 31(1), 101341.
https://doi.org/10.1016/j.leaqua.2019.101341
Siva, V., Gremyr, I., Bergquist, B., Garvare, R., Zobel, T., & Isaksson, R. (2016). The support of
quality management to sustainable development: A literature review. Journal of Cleaner
Production, 138(2), 148–157. https://doi.org/10.1016/j.jclepro.2016.01.020
Skjott Linneberg, M., & Korsgaard, S. (2019). Coding qualitative data: A synthesis guiding the
novice. Qualitative Research Journal, 19(3), 259–270. https://doi.org/10.1108/qrj-122018-0012
Solli, H., & Hvalvik, S. (2019). Nurses striving to provide caregiver with excellent support and
care at a distance: A qualitative study. BMC Health Services Research, 19(1), 893–912.
https://doi.org/10.1186/s12913-019-4740-7
Stakes, R. E. (2010). Qualitative research: Studying how things work. The Guilford Press.
Steinmann, B., Klug, H. J. P., & Maier, G. W. (2018, November 29). The path is the goal: How
transformational leaders enhance followers’ job attitudes and proactive behavior.
Frontiers in Psychology, 9, 2338. https://doi.org/10.3389/fpsyg.2018.02338
Stiehl, E., & Forst, L. (2018). Safety climate among nontraditional workers in construction:
Arguing for a focus on construed external safety image. NEW SOLUTIONS: A Journal of
Environmental and Occupational Health Policy, 28(1), 33–54.
https://doi.org/10.1177/1048291117752461

163
Stork, M. G., Zhang, J., & Wang, C. X. (2017). Building multicultural awareness in univ ersity
students using synchronous technology. Techtrends, 62(1), 11–14.
https://doi.org/10.1007/s11528-017-0235-8
Stuart, E. A., Ackerman, B., & Westreich, D. (2018). Generalizability of randomized trial results
to target populations: Design and analysis possibilities. Research on Social Work
Practice, 28(5), 532–537. https://doi.org/10.1177/1049731517720730
Sundqvist, M. L., Mäntylä, T., & Jönsson, F. U. (2017). Assessing boundary conditions of the
testing effect: On the relative efficacy of covert vs. overt retrieval. Frontiers in
Psychology, 8. https://doi.org/10.3389/fpsyg.2017.01018
Tate, T. D., Lartey, F. M., & Randall, P. M. (2019). Relationship between computer-mediated
communication and employee engagement among telecommuting knowledge workers.
Journal of Human Resource and Sustainability Studies, 7(2), 328–347.
https://doi.org/10.4236/jhrss.2019.72021
Thomas, G., & James, D. (2006). Reinventing grounded theory: Some questions about theory,
ground and discovery. British Educational Research Journal, 32(6), 767–795.
https://doi.org/10.1080/01411920600989412
Thomas, L., Li, F., & Pencina, M. (2020). Using propensity score methods to create target
populations in observational clinical research. JAMA: The Journal of the American
Medical Association, 323(5), 466–467. https://doi.org/10.1001/jama.2019.21558
Tian, Q., & Robertson, J. L. (2019). How and when does perceived CSR affect employees’
engagement in voluntary pro-environmental behavior? Journal of Business Ethics,
155(2), 399–412. https://doi.org/10.1007/s10551-017-3497-3

164
Tiyas, D. W., Murti, B., & Indarto, D. (2016). Qualitative analysis on the factors affecting
exclusive breastfeeding among working mothers at community health center in
Bangkalan, Madura. Journal of Maternal and Child Health (Surakarta), 1(2), 110–118.
https://doi.org/10.26911/thejmch.2016.01.02.06
Traweek, L. (2019). Q&A: 5 ways to increase diversity and inclusion in the workplace. New
Orleans City Business.
Turnnidge, J., & Côté, J. (2018). Applying transformational leadership theory to coaching
research in youth sport: A systematic literature review. International Journal of Sport
and Exercise Psychology, 16(3), 327–342.
https://doi.org/10.1080/1612197X.2016.1189948
Vaismoradi, M., Turunen, H., & Bondas, T. (2013). Content analysis and thematic analysis:
Implications for conducting a qualitative descriptive study. Nursing & Health Sciences,
15(3), 398–405. https://doi.org/10.1111/nhs.12048
Vargas, E., Westmoreland, A. S., Robotham, K., & Lee, F. (2018). Counting heads vs making
heads count. Equality, Diversity and Inclusion: An International Journal, 37(8), 780–
798. https://doi.org/10.1108/EDI-11-2017-0256
Vass, C., Rigby, D., & Payne, K. (2017). The role of qualitative research methods in discrete
choice experiments: A systematic review and survey of authors. Sage.
https://doi.org/10.1177/0272989X16683934
Vohra, N., Chari, V., Mathur, P., Sudarshan, P., Verma, N., Mathur, N., Thakur, P., Chopra, T.,
Srivastava, Y., Gupta, S., Dasmahapatra, V., Fonia, S., & Gandhi, H. K. (2015). Inclusive
workplaces: Lessons from theory and practice. Vikalpa: The Journal for Decision
Makers, 40(3), 324–362. https://doi.org/10.1177/0256090915601515

165
Weil, A. R. (2018). Diffusion of innovation. Health Affairs (Project Hope), 37(2), 175–175.
https://doi.org/10.1377/hlthaff.2018.0059
Welbourne, T. M., Rolf, S., & Schlachter, S. (2017). The case for employee resource groups.
Personnel Review, 46(8), 1816–1834. https://doi.org/10.1108/PR-01-2016-0004
Welch, M. (2011). The evolution of the employee engagement concept: Communication
implications. Corporate Communications: An International Journal, 16(4), 328–346.
https://doi.org/10.1108/13563281111186968
White, M. C., Randall, K., Avara, E., Mullis, J., Parker, G., & Shrime, M. G. (2018). Clinical
outcome, social impact and patient expectation: A purposive sampling pilot evaluation of
patients in Benin seven years after surgery. World Journal of Surgery, 42(5), 1254–1261.
https://doi.org/10.1007/s00268-017-4296-9
Wiggill, M. N. (2011). Strategic communication management in the non‐profit sector: A
simplified model. Journal of Public Affairs, 11(4), 226–235.
https://doi.org/10.1002/pa.415
Wijayanto, Y. R., Andayani, A., & Sumarwati, S. (2021). Utilization of Microsoft teams 365 as
an alternative for distance learning media amid the cOVID-19 pandemic. International
Journal of Multicultural and Multireligious Understanding, 8(2), 87–93.
https://doi.org/10.18415/ijmmu.v8i2.2333
Williams, M. L., Dhoest, A., & Saunderson, I. (2019). Social media, diffusion of innovations,
morale and digital inequality: A case study at the University of Limpopo libraries, South
Africa. Library Hi Tech, 37(3), 480–495. https://doi.org/10.1108/LHT-12-2018-0192

166
Wolgemuth, J. R., Hicks, T., & Agosto, V. (2017). Unpacking assumptions in research synthesis:
A critical construct synthesis approach. Educational Researcher, 46(3), 131–139.
https://doi.org/10.3102/0013189X17703946
Wrona, T., & Gunnesch, M. (2016). The one who sees more is more right: How theory enhances
the ‘repertoire to interpret’ in qualitative case study research. Zeitschrift Für
Betriebswirtschaft, 86(7), 723–749. https://doi.org/10.1007/s11573-015-0799-8
Zhang, Y., & Huai, M. (2016). Diverse work groups and employee performance: The role of
communication ties. Small Group Research, 47(1), 28–57.
https://doi.org/10.1177/1046496415604742
Zhou, Y. (2008). Voluntary adopters versus forced adopters: Integrating the diffusion of
innovation theory and the technology acceptance model to study intra-organizational
adoption. New Media & Society, 10(3), 475–496.
https://doi.org/10.1177/1461444807085382

167
Appendix A: Institutional Review Board (IRB) of Liberty University

LIBERTY UNIVERSITY.
INSTITUTIONAL REVIEW BOARD

February 22, 2021
Lynnette Darnell
Kimberly Johnson
Re: IRB Exemption - IRB-FY20-21-460 THE IMPORTANCE OF STRATEGIC
COMMUNICATION
FOR BUILDING EMPLOYEE RESOURCE GROUPS IN AVIATION
Dear Lynnette Darnell, Kimberly Johnson:
The Liberty University Institutional Review Board (IRB) has reviewed your application in
accordance with the Office for Human Research Protections (OHRP) and Food and Drug
Administration (FDA) regulations and finds your study to be exempt from further IRB revie w.
This means you may begin your research with the data safeguarding methods mentioned in your
approved application, and no further IRB oversight is required.
Your study falls under the following exemption category, which identifies specific situations
in which human participants research is exempt from the policy set forth in 45 CFR
46:101(b):
Category 2. (iii). Research that only includes interactions involving educational tests
(cognitive, diagnostic, aptitude, achievement), survey procedu res, interview procedures, or
observation of public behavior (including visual or auditory recording) if at least one of the
following criteria is met:
The information obtained is recorded by the investigator in such a manner that the identity of
the human subjects can readily be ascertained, directly or through identifiers linked to the
subjects, and an IRB conducts a limited IRB review to make the determination required by
§46.111(a)(7).
Your stamped consent form can be found under the Attachments tab within the Submission
Details section of your study on Cayuse IRB. This form should be copied and used to gain the
consent of your research participants. If you plan to provide your consent information
electronically, the contents of the attached consent document should be made available
without alteration.
Please note that this exemption only applies to your current research application, and any
modifications to your protocol must be reported to the Liberty University IRB for verification
of continued exemption status. You may report these changes by completing a modification
submission through your Cayuse IRB account.

168
If you have any questions about this exemption or need assistance in determining whether
possible modifications to your protocol would change your exemption status, please email us
at irb@liberty.edu.
Sincerely,
G. Michele Baker, MA, CIP
Administrative Chair of Institutional Research
Research Ethics Office

169
Appendix B: Participant Criteria

Participant Criteria Form
Date: ______________
Participant Criteria Form
Date: ______________
Name: _________________________________
Participant randomly selected for: _______ Individual Interview _______ Focus Group

Meets
Criteria

Criteria
√

The employee is a member of an ERG, or has attended two or more ERG events.
The employee has worked in aviation for 12 months or longer.
The employee knows what the ERG’s are and is familiar with the dynamic of the groups.
The employee is familiar with the benefits the ERG can have on the organization.
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Consent Form
The Importance of Strategic Communication for Building Employee Resource Groups in
Aviation
Lynnette Darnell
Liberty University
School Of Business
You have been selected to participate in a research study that will explore the experience and
perception of regional airline employees related to communication and the impact on employee
engagement. You have been selected because you are a member of an employee resource group
at the organization or have participated in at least two events hosted by the groups. You have
also met the candidates' basic criteria, which include tenure in aviation and knowledge about the
employee resource groups.
Please read this form and ask any questions you may have before agreeing to participate in the
study.
Lynnette Darnell, a doctoral candidate in the School of Business at Liberty Univ ersity, will
conduct the study.
Background Information:
Purpose: The purpose of this study is to expand and develop knowledge regarding employee
resource groups by looking closer at a widely distributed workforce and understanding how the
lack of strategically planned communication can impact employee engagement and development
of employee resource groups.
Procedure: If you agree to participate, you will be asked to do the following:
Interview or Focus Group. Participate in a 40-minute, in-person or video call, semistructured interview, or focus group with open-ended questions. The format and
procedure are designed to understand your perspective on the employee resource groups
and communication methods used for employee engagement. The interview or focus
group will be recorded and transcribed verbatim.
Transcript Review. Review the completed verbatim interview transcript for accuracy
and to ensure that your perspective is accurately reflected. This process will take
approximately 20 minutes and will take place.
Risks: This study's risks are minimal, which means they are equal to the risk you would c ome
upon on your everyday life.
The minimal risk the study may present are the following:
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Participant fatigue. The interviews and focus groups may last up to 30-40 minutes,
increasing the chances of fatigue for participants. To reduce participant fatigue, the
participants will have the opportunity for breaks at any time during the process.
Emotional outbreaks. Because the process will be asking participants about their
personal experiences, opinions, and perspectives, there is a chance to relive a personal
negative experience. Participants will be allowed to skip any question they feel
uncomfortable answering to ensure participants feel safe and avoid any emotional
outbreaks.
Understanding capacity. All participants for this study will be capable and able to
answer all the questions and participate with no limitations. To ensure this is not an issue,
the researcher will review the consent form, process, and purpose of the study with the
participants and not proceed until the participant has asked questions and has agreed to
participate.
Benefits: Participants should not expect to receive a direct benefit for being part of this study.
The benefit to society can potentially include for the organization to enhance communication
strategies that may increase employee engagement for the aviation workforce. In addition, the
body of knowledge on how communication strategy can be improved to develop employee
resource groups can assist other airlines and organizations in the diversity and inclusion space.
Compensation: No compensation.
Confidentiality: All records and participant information will remain confidential. Researcher
records will be stored securely, password-protected, and only the researcher will have access. If
necessary, any identifiable information will be removed before the information being shared to
share data. The following steps will be followed to ensure confidentiality:
- Participants will be assigned a pseudonym that they will be referred to in an effort to protect
confidentiality. The interviews will take place in a location where others will not hear or see the
participant while the interview is taking place.
- Data will be stored in a safe and password-protected file on the computer. If necessary, in a
locked file in a private home. The information may be shared in future research. Finally, three
years from the date of the study completion, all records will be deleted.
- Interviews will be recorded and transcribed by the researcher only. Recordings will be stored
on a password-protected file for three years and then erased. Only the researcher and the program
director and committee members will have access to the recordings upon request. The
researcher’s notes will be stored in a residence inside a lockable drawer. Three years from the
date of the study’s completion, the data, notes, and digital recordings will be destroyed.
Nature of the Study: Your participation in this research is voluntary, and you will not be
penalized or lose benefits if you refuse to participate or decide to stop. The decision to
participate or not participate will not affect your current or future relationship with Liberty
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University, the airline, or the researcher. If you decide to participate, you are free not to answer
any question or withdraw at any time without affecting the relationships listed above. Should you
choose to withdraw, data collected from you will be destroyed immediately and not included in
this study.
You may contact Lynnette Darnell at xxx-xxx-xxxx/xxxxxxx@liberty.edu any time you have
questions about the research. The researcher’s faculty mentor is Dr. Kimberly Johnson, and you
may contact her at kjohnson61@liberty.edu.
If you have any questions or concerns regarding this study and would like to talk to someone
other than the researcher(s), you are encouraged to contact the Institutional Review Board, 1971
University Blvd, Green Hall 1887, Lynchburg, VA 24515 or email at irb@liberty.edu.
If you agree to participate, you must be given a signed copy of this document and a written
summary of the research.
Signing this document means that the research study, including the above information, has been
described to you orally and that you voluntarily agree to participate.
Signing this document means that I have agreed and given the researcher permission to audio
record my interview as a participant of the study.

______________________________________________________________________________
Signature of Participant
Date

______________________________________________________________________________
Signature of Researcher
Date
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Appendix D: Interview Protocol
Interview Protocol and Guide
Ensure the following items are completed:
Prior to the interview:
____ Confirm participant the day prior. Make sure they have the data, time, location. If the
interview is online, make sure they have all the links and video call information.
____ Create a private (password protected) for the participant.
____Ensure the criteria form is completed.
____Ensure consent form is signed, or ensure participant consents prior at the start of the
interview.
Day of the interview:
____ Test all equipment and technology.
____If the interview is in-person, set up the room, and eliminate any potential distractions. If the
interview is online, ensure the background is appropriate, and make sure there are no pets
or possible distractions.
____ Review all research questions before meeting each participant to refocus on the research
objective.
During the interview:
____ The following script: Read to each participant to ensure uniformity with all participants.
“My name is Lynnette Darnell. I am researching the importance of strategic
communication for building employee resource groups in aviation. As an employee of
this regional airline that has embraced the employee resource groups and meets the
criteria for this study, you are ideal for this research. Your experience, perspective, and
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involvement with the ERGs will allow you to best answer the following questions and
give valuable insight. My goal is to help determine how we can improve our
communication strategies to better grow the employee resource groups. I will ask you
numerous questions, which I want you to answer your thoughts, feelings, experience, and
perspective in your own words. Please respond to in your own words, take your time, and
not be afraid to be 100% honest. I will record the information to guarantee I have
precisely captured your thoughts and will provide you an opportunity to correct or add
clarifying comments to any of my records. All recordings and notes will be kept
confidential and destroyed after three years. The only individuals who will see the
information gathered here today will join my dissertation team and me. Lastly, you are
volunteering your time and information, if at any time you wish to end the interview, you
can.”
Preliminary interview questions:
o Do you have any questions for me before the start of the interview?
o Do you agree to the participant of a follow-up call with me to ensure the accuracy
of the information the following interview?
“Next, I am going to proceed with the interview questions. Please describe in detail your
response. Please provide as much background and context to help me understand your
perspective. There is no wrong answer, only your perspective on the question being
asked”
Interview questions:
Interview question 1: What has been your experience engaging and communicating with
the ERG leaders and members so far at this airline (Airline name)?
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Interview question 2: Based on the type of industry and nature of your job (“no-travel,
traditional” or “travel, nontraditional”), what are the most effective communication tools
and methods that best meet your needs and allow you to engage with the ERG groups?
Potential follow up question A: Is there a tool or method that works best, or that
you prefer and why?
Potential follow-up question B: Would you like to suggest a new tool or
communication method for employee engagement?
Interview question 3: What are the deciding factors for you to participate in ERG
meetings and events?
Interview question 4: How does your current job requirements or nature of the job
influence you to stay engaged or connected with the ERG and their events?
Interview question 5: What would you consider the most effective, useful, and engaging
communication tools/methods are to participate and engage with the ERG’s based on you
the type of job you have at the airline?
Interview question 6: What is your perception of leadership’s support for the ERG and
communication methods and tools for employees to engage in these groups?
Interview Question 7: How do the leaders you have known and worked for impacted
your decision to remain in an ERG member?
Potential follow up question A: What are the character or leadership
qualities of these leaders that influenced you either positively or negatively?
After the interview:
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____ “At this time, I would like to review the questions and responses and confirm if the
information I have recorded is accurate. Please let me know if there is any information I
need to modify?”
____ Make sure you thank that participant for being part of the research.
“Thank you for your time and insight on this topic. I appreciate your contribution to this
study. I will be doing a follow-up check-in 24 hours. If there is any additional
information or if you think of anything else, you can provide me the information on the
call.”
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Appendix E: Focus Group Protocol
Focus Group Protocol and Guide
Ensure the following items are completed:

Total Amount of Participants: ______

Prior to the interview:
____ Confirm participants the day prior. Make sure they have the data, time, location. If the
interview is online, make sure they have all the links and video call information.
____ Create a private (password protected) for the data.
____Ensure the criteria form is completed for all participants.
____Ensure consent form is signed, or ensure participant consents prior at the start of the
interview.
Day of the interview:
____ Test all equipment and technology.
____If the interview is in-person, set up the room, and eliminate any potential distractions. If the
interview is online, ensure the background is appropriate, and make sure there are no pets
or possible distractions.
____ Review all research questions before meeting each participant to refocus on the research
objective.
During the interview:
____ The following script: Read to all participant.
“My name is Lynnette Darnell. I am researching the importance of strategic
communication for building employee resource groups in aviation. As an employee of
this regional airline that has embraced the employee resource groups and meets the
criteria for this study, you are ideal for this research. Your experience, perspective, and
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involvement with the ERG’s will allow you to best answer the following questions and
give valuable insight. My goal is to help determine how we can improve our
communication strategies to better grow the employee resource groups. I will ask you
numerous questions, which I want you to answer your thoughts, feelings, experience, and
perspective in your own words. Please respond to in your own words, take your time, and
not be afraid to be 100% honest. I will record the information to guarantee I have
precisely captured your thoughts and will provide you an opportunity to correct or add
clarifying comments to any of my records. All recordings and notes will be kept
confidential and destroyed after three years. The only individuals who will see the
information gathered here today will join my dissertation team and me. Lastly, you are
volunteering your time and information, if at any time you wish to end the interview, you
can.”
Preliminary interview questions:
o Do you have any questions for me before the start with the focus group
discussion?
o Do you agree to the participant of a follow-up call with me to ensure the accuracy
of the information the following interview?
“Next, I am going to proceed with the interview questions. Please describe in detail your
response. Please provide as much background and context to help me understand your
perspective. There is no wrong answer, only your perspective on the question being
asked.”
Interview question 1: What has been your experience engaging and communicating with
the ERG leaders and members so far at this airline (Airline name)?
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Interview question 2: Based on the type of industry and nature of your job (“no-travel,
traditional” or “travel, nontraditional”), what are the most effective communication tools
and methods that best meet your needs and allow you to engage with the ERG groups?
Potential follow up question A: Is there a tool or method that works best, or that
you prefer and why?
Potential follow-up question B: Would you like to suggest a new tool or
communication method for employee engagement?
Interview question 3: What are the deciding factors for you to participate in ERG
meetings and events?
Interview question 4: How does your current job requirements or nature of the job
influence you to stay engaged or connected with the ERG and their events?
Interview question 5: What would you consider the most effective, useful, and engaging
communication tools/methods are to participate and engage with the ERG’s based on you
the type of job you have at the airline?
Interview question 6: What is your perception of leadership’s support for the ERG and
communication methods and tools for employees to engage in these groups?
Interview Question 7: How do the leaders you have known and worked for impacted
your decision to remain in an ERG member?
Potential follow up question A: What are the character or leadership
qualities of these leaders that influenced you either positively or negatively?
After the interview:

180
____ “At this time, I would like to review the questions and responses and confirm if the
information I have recorded is accurate. Please let me know if there is any information I
need to modify?”
____Make sure you thank that participant for being part of the research.
“Thank you for your time and insight on this topic. I appreciate your contribution to this
study. I will be doing a follow-up check-in 24 hours. If there is any additional
information or if you think of anything else, you can provide me the information on the
call.”
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Appendix F: Candidate Recruitment Letter
Recruitment Letter
Dear [

]:
As a graduate student in the School of Business at Liberty University, I am conducting

research as part of the requirements for doctorate degree. The purpose of my research is to
expand and develop knowledge regarding employee resource groups by looking closer at a
workforce that is widely distributed and to understand how the lack of strategically planned
communication can influence employee resource group development and employee engagement.
I am writing to invite you to participate in my study.
Candidates selected for this study have met following criteria
1. Have worked in aviation 12+ months.
2. Be a member of any employee resource group at the organization
3. If not a member, a potential member that has participated of a minimum of two events
hosted by any of the groups.
4. Have a clear understanding of the employee resource groups and their impact.
Candidates who are willing to participate, will be asked to participate in a recorded inperson or video interview. In addition, you they will be asked to review the verbatim interview
transcript to ensure the transcript reflects an accurate depiction of your answers and experience.
The process should take approximately one hour for you to complete the procedures listed. Your
name will be requested as part of your participation, but the information will remain confidential
and an alias will be used to avoid identifying you in the responses.
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To confirm your participation, please respond to this email confirming your interest, and
willingness to share your perspectives and experiences in a truthful, open, and detailed manner. I
will contact you via email within seven days of your response to schedule an interview.
A consent document is attached to this message. Please review, sign the consent
document, and return it to me when we meet for the interview.

Thank you for your time and consideration in this matter.

Sincerely,
Lynnette Darnell

183

